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ABSTRACT
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The Problem
To address the shortage of qualified candidates interested in academic
administration, this study explored factors related to recruitment of nursing academic
administrators, including leadership practices of current administrators, career aspirations
of potential administrators, and perceptions of both groups toward a career in academic
administration.

The Method
Nursing academic administrators and full-time faculty from randomly selected
National League for Nursing Accreditation Commission (NLNAC)-accredited nursing
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programs in private colleges or universities in the United States participated in the study.
Administrators completed the Leadership Practices Inventory-Self (LPI-Self) and an
investigator-designed Recruitment Questionnaire. Faculty completed the Leadership
Practices Inventory-Observer (LPI-Observer) and an investigator-designed Career
Aspiration Questionnaire. Faculty response rate was 53.2%, and administrator response
rate was 81.5%.

The Results
The majority o f faculty respondents (63%) would not consider moving to a position
with greater administrative responsibility. Workload, conflict, and conflict-related issues
were identified by both administrators and faculty as most likely to discourage pursuit of an
administrative position. Additional challenge/variety of work, opportunity to influence
organizational climate for change, opportunity to facilitate faculty growth and
development, and mix of administration with teaching were identified by both
administrators and faculty as most likely to encourage pursuit of an administrative position,
with faculty also identifying salary. Faculty career aspiration toward a position with greater
administrative responsibility increased for those who had completed additional course work
beyond their highest degree, but was not significantly related to current position held,
highest degree completed, program size, LPI-Self category, or the LPI-Self Modeling the
Way and Enabling Others to Act subscore categories.

Conclusions
Methods to manage or reduce workload and conflict should be identified and
implemented. Methods to maximize the factors identified as likely to encourage pursuit of

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

academic administration should be identified and implemented. Leadership development
opportunities should be made available for faculty interested in administration. The
relationship between the leadership practices of the administrator and the willingness of
faculty to hold administrative responsibility should be explored further, as should the
relationship between faculty career aspiration and pursuit of additional coursework beyond
the highest degree obtained.
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CHAPTER 1

INTRODUCTION

Each professional nursing program in the United States of America is required to
have a nurse administrator who possesses certain qualifications that may vary from state to
state, and from one program to another, depending upon the degree granted upon
completion of the program. Nursing academic administrators represent a vital link to the
growth of the nursing profession. The need for such individuals is evident from the number
of advertisements for administrators routinely noted in professional nursing journals.
Within the last several years, a number of nursing programs within the Seventh-day
Adventist educational system have searched for a nursing academic administrator. Very
few individuals have been interested in taking such a position, or in remaining in such a
position. The same names repeatedly appear on the lists reviewed by search committees.
The dean of one of the nursing programs within this system expressed her concern over the
lack of available candidates by asking, “Who is going to replace me when I retire?”
This anecdotal experience is corroborated by a review of literature. During the past
25 years, nursing literature has commented on a shortage of individuals willing to function
as nursing academic administrators (George & Coudret, 1986; Hall, Mitsunaga, &
deTomyay, 1981; Larson, 1994; Mitsunaga & Hall, 1976). More recently, the literature

1
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and the popular press have begun to comment on the shortage of qualified faculty for
nursing programs, as well as on the increasing age of current faculty (Booth, 2000;
Hinshaw, 2001; Lahr & Lewis, 1999). These factors all contribute to a decreased pool of
available candidates for administrative positions. Additionally, many faculty reportedly
have little or no interest in moving into administrative positions (Larson, 1994).
Traditional leadership has tended toward transactional leadership, which is more
managerial in its focus, and emphasizes the need to accept and work within existing
structures (Gardner, 1990). Transactional leadership may be contrasted with
transformational leadership, which emphasizes motivation and development of others to
achieve a shared vision (Bass & Avolio, 1994). Leaders in health care are beginning to
describe the need for “quantum leadership,” which requires holistic, adaptive, and relational
thinking as opposed to linear, controlled, and mechanistic thinking (Porter-0’Grady, 1999).
Nursing administrators will be expected to demonstrate transformational leadership by
utilizing skills such as creation of shared vision, inspiration of others to embrace it, and
empowering others to achieve the shared vision (Dixon, 1999). Transformational leaders
are similar to those who utilize the exemplary leadership practices described by Kouzes and
Posner. Both a transformational leader and one who is utilizing the exemplary leadership
practices would be providing inspiration for others to excel, individual consideration, and
stimulation for thinking in new ways (Kouzes & Posner, 2002a).
Academic nursing leaders have also begun to describe the need for changes in
leadership skills for the 21st century. In contrast with the current leadership skill sets of
managing change, governance, and communication, deans of the future will be expected to
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act as consensus builders, risk takers, and interactive empowerers (Starck, Warner, &
Kotarba, 1999). These skills are consistent with Kouzes and Posner’s description of
exemplary leadership practices. Consensus building involves maximizing participative
decision-making, optimism, and building a positive culture oriented toward success. These
skills could also be described as “inspiring a shared vision,” and “enabling others to act”
(Kouzes & Posner, 2002a). Risk taking involves flexibility and tolerance for ambiguity,
which could also be described as “challenging the process” (Kouzes & Posner, 2002a).
Interactive empowering involves facilitation, advocacy, and involving others in decision
making, which could also be described as “enabling others to act” (Kouzes & Posner,
2002a).

Statement of the Problem
The past several years have seen dramatic changes in the health care delivery
system. Nursing academic administrators represent a critical link in preparing nurses
equipped to deal with the health care system of the 21st century. Leadership competencies
considered vital for nursing academic administrators in the 21st century include consensus
building, risk taking, and interactive empowerment Nursing academic administrators will
need to be able to create shared vision, inspire others to embrace it, and empower others to
achieve it. Despite the significant need for nursing leadership, a shortage of qualified
candidates interested in top nursing academic administrative positions exists. To address
this shortage, it is essential to study how to recruit more qualified individuals into academic
administration.
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Purpose of the Study
The purpose of the study was to identify factors influencing the perception of
nursing academic administrators and faculty toward a career in nursing educational
leadership. Specifically, the study attempted to determine the effect of leadership practices
by the nursing academic administrator on the career aspirations toward administrative
positions of the faculty. Additionally, the study compared the perceptions of faculty and
administrators as to factors that would contribute to the willingness to pursue a career in
nursing academic administration. The study also compared the perceptions of faculty and
administrators related to factors that would discourage pursuit of a career in nursing
academic administration.

Research Questions and Hypotheses
Main Research Question: Are there factors that influence nursing faculty to pursue
a career in nursing academic administration?
Subquestion 1: How do nursing academic administrators and their faculty compare
in their perceptions o f performance of the exemplary leadership practices measured by the
Leadership Practices Inventory (LPI) total score and by specific subscores that relate to the
encouragement of others (Modeling the Way and Enabling Others to Act)? Hypotheses 1,
2, and 3 were associated with Subquestion 1.
Hypothesis 1: A significant relationship exists between faculty total scores on the
LPI-Observer and the categories defined by LPI-Self total scores.
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Hypothesis 2: A significant relationship exists between faculty Modeling the Way
subscores on the LPI-Observer and the categories defined by LPI-Self Modeling the Way
subscores.
Hypothesis 3: A significant relationship exists between faculty Enabling Others to
Act subscores on the LPI-Observer and the categories defined by LPI-Self Enabling Others
to Act subscores.
Subquestions 2 through 5 address descriptive statistics, and therefore have no
hypotheses associated with them.
Subquestion 2: What factors do nursing academic administrators identify most
frequently as being most important in encouraging their entry into their administrative
careers?
Subquestion 3: What factors do nursing academic administrators identify most
frequently as being most likely to discourage their consideration of another administrative
position?
Subquestion 4: What factors do nursing faculty identify most frequently as being
most likely to encourage their consideration of a position with greater administrative
responsibility?
Subquestion 5: What factors do nursing faculty identify most frequently as being
most likely to discourage their consideration of a position with greater administrative
responsibility?
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Subquestions 6 through 11 each have one hypothesis associated with them.
Subquestion 6: Is there a relationship between the LPI-Self Total level to which faculty are
connected and their career aspiration toward a position with greater administrative
responsibilities?
Hypothesis 4: A significant relationship exists between the LPI-Self Total level to
which faculty are connected and their career aspiration toward a position with greater
administrative responsibilities.
Subquestion 7: Is there a relationship between career aspiration of nursing faculty
and current position held by the nursing faculty?
Hypothesis 5: A significant relationship exists between career aspiration of nursing
faculty and current position held by the nursing faculty.
Subquestion 8: Is there a relationship between career aspiration of nursing faculty
and highest level of education completed by nursing faculty?
Hypothesis 6: A significant relationship exists between career aspiration of nursing
faculty and the highest level of education completed by nursing faculty.
Subquestion 9: Is there a relationship between career aspiration of nursing faculty
and pursuit of additional course work beyond highest degree?
Hypothesis 7: A significant relationship exists between career aspiration of nursing
faculty and pursuit of additional course work beyond highest degree.
Subquestion 10: Is there a relationship between career aspiration of nursing faculty
and size of the nursing program?
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Hypothesis 8: A significant relationship exists between career aspiration of nursing
faculty and the size of the nursing program.
Subquestion 11: Is there a relationship between career aspiration of nursing faculty
and location of the nursing program?
Hypothesis 9: A significant relationship exists between career aspiration of nursing
faculty and the location of the nursing program.

Significance of Study
Considerable changes have occurred in health care in recent years, and nursing
education has a critical need for effective leaders. This study allowed an exploration of
factors related to recruitment of nursing academic administrators, including leadership
practices of current administrators, career aspirations of potential administrators, and the
perceptions of both groups toward a career in academic administration. Communication of
the findings may provide an opportunity for leadership development of current and future
nursing leaders.

Theoretical Framework
This study drew upon the concepts related to leadership/career development and
leadership practices. The leadership/career development model utilized was the conceptual
model of Opportunities for Learning to Lead (OLL), the concepts of which are addressed
throughout Kouzes and Posner’s recently revised third edition of The Leadership
Challenge (2002a) and explicitly portrayed pictorially in the second edition of this work
(1995, p. 327). The OLL model is further enhanced by the study of additional leadership
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literature (Bennis, 1994). The leadership practices framework utilized was that of the Five
Fundamental Practices of Exemplary Leadership (Kouzes & Posner, 2002a).
Opportunities for Learning to Lead
The OLL model includes three major areas: observation, education, and trial and
error. Each of the major areas includes pertinent items that will promote achievement in
the area.
Observation may include relationships, role models known as exemplars, and bad
examples. Relationships involve family, friends, coworkers, supervisors, civic groups, and
other social institutions. The latest currency described in the Internet Age is “social
capital,” which is “the collective value of the people we know and what we’ll do for each
other” (Kouzes & Posner, 2002a, p. 260). Maintainance of relationships allows for strong,
numerous social connections which become effective collaborative networks (Kouzes &
Posner, 2002a). Positive role models known as exemplars may include a variety of people,
including mentors, immediate supervisors, peers, and family members. In the previous
examples, the individual would have a relationship with the role model. Historical figures
are also valuable role models, and leadership theorists recommend studying the biographies
and autobiographies of notable leaders to learn about leadership (Kouzes & Posner,
2002a). Lastly, bad examples can provide valuable insight into leadership practices. One
noted theorist states that “the more bosses you work under, the better” (Bennis, 1997, p.
78). He goes so far as to say “the more the merrier because people learn as much from bad
bosses as they do from good ones” (Bennis, 1997, p. 78).
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Education includes both formal and informal processes. It may take on a variety of
forms, including formal education such as college or graduate study, training sessions or
workshops, and personal development. The process of education is ongoing, and is
described by some disciplines as “lifelong learning.” Leadership trainers recommend
establishment of a “learning climate, characterized by trust and openness” (Kouzes &
Posner, 2002a, p. 309) to enhance the educational process. Leadership theorists contend
that “effective leaders are constantly learning” and that they see “all experiences as
learning experiences” (Kouzes & Posner, 2002a, p. 387).
The last area of the OLL model is that of trial and error. Trial and error consists of
job assignments, job experience, and hardship (Kouzes & Posner, 1995, p. 327). Risk
taking and learning from mistakes are considered vital to a leader’s ability to master change
(Kouzes & Posner, 2002a). According to Bennis (1994), “leaders learn by leading, and
they learn best by leading in the face of obstacles” (p. 146). Bennis extends this idea by
emphasizing that “difficult bosses, lack of vision and virtue in the executive suite,
circumstances beyond their control, and their own mistakes have been the leaders’ basic
curriculum” (1994, p. 146).

Five Fundamental Practices of Exemplary Leadership
Kouzes and Posner (2002a) have developed a model for leadership that includes
five practices believed to be fundamental to exemplary leadership. These practices require
the leader to challenge the process, inspire a shared vision, enable others to act, model the
way, and encourage the heart.
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Kouzes and Posner (2002a) describe the practices further by identifying key factors
for each of them. Challenging the process includes willingness to take risks and to learn
from mistakes, and a desire to change the status quo. Inspiring a shared vision requires
enthusiasm, a desire to change the status quo, and a willingness to conduct dialogue rather
than a monologue. Enabling others to act involves development of trusting relationships,
active use of the word “we” rather than “I,” and promotion of a team effort. Modeling the
way includes the leader “going first,” and a recognition that deeds speak more loudly than
words. Encouraging the heart involves recognition that people become tired and frustrated
on a long journey, and that the leader must be available to love and support. Interestingly
enough, the leader must focus loving behavior toward himself or herself, and not direct it
solely toward others.

Definition of Terms
For the purpose of this study, the following definition will be used:
Nursing Academic Administrator the individual holding the highest-ranking
nursing position within the academic institution. Department chair, director, and dean are
among the possible titles for the individual in this position. For the purpose of this paper,
the term “leader” may be used interchangeably with these titles, since it is critical to
remember that, just as leadership behaviors are not limited to administrators, administrators
are not limited to managerial functions. The administrator must be able to act as a leader
and not simply a manager. No distinction is therefore made between leadership and
administration in this study.
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The following phrases and terms formed the major part of the theoretical
framework of this study. They were adapted from The Leadership Challenge by Kouzes
and Posner (2002a) and from Leddy & Pepper’s Conceptual Bases o f Professional
Nursing by Hood and Leddy (2003):
1. Challenging the Process. A practice in which the leader searches for
opportunities to change the status quo, experiments, and takes risks.
2. Inspiring a Shared Vision: A practice in which the leader passionately believes
in making a difference, envisions the future, and enlists others in seeing the same dream.
3. Enabling Others to Act: A practice in which the leader fosters collaboration and
strengthens others. The leader seeks to build an environment of trust and empowerment.
4. Modeling the Way : A practice in which the leader sets standards of excellence
and sets an example for others to follow. The leader creates opportunities for victory
through setting incremental goals and achieving small wins.
5. Encouragings the Heart: A practice in which the leader enhances determination
to continue toward the vision by recognizing the contributions of others along the way.
The leader enhances team spirit by celebrating accomplishments of all team members.
6. Trial and Error: A method of learning that requires doing. Hardships, job
experiences, and job assignments are elements of trial and error learning.
7. Observation: A method of learning that requires learning from others, such as
mentors, immediate supervisors or managers, peers, and outside role models.
Relationships, exemplary role models, and bad examples are elements of observational
learning. A relationship may or may not be required (an example of learning by observation
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that does not require a relationship is learning through study of an external role model such
as an historical figure).
8.

Education . A lifelong process of learning based on relationships with experts

for the purpose of acquiring new information, skills, beliefs, thinking processes, or
behavior. Both formal and informal activities may be involved in promoting psychomotor,
affective, or cognitive learning. Communication is considered an essential element in this
process.

Overview of Methodology
The tools included the Leadership Practices Inventory (LPI) Self (Kouzes &
Posner, 2001), the Leadership Practices Inventory (LPI) Observer (Kouzes & Posner,
2001), the Recruitment Questionnaire (an investigator-designed questionnaire including
questions related to recruitment into administration and demographic questions), and the
Career Aspiration Questionnaire (an investigator-designed questionnaire including
questions related to career aspiration toward nursing academic administration and
demographic questions). The study involved distribution of tools to nursing academic
administrators and full-time faculty of a regional cross-section of 54 National League for
Nursing Accreditation Commission (NLNAC)- or Commission on Collegiate Nursing
Education (CCNE)-accredited nursing programs in private colleges and universities. The
nursing academic administrators received the Leadership Practices Inventory (LPI-Self)
and the Recruitment Questionnaire. A minimum of five full-time faculty per nursing
program received the Career Aspiration Questionnaire and Leadership Practices Inventory
(LPI-Observer).
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Assumptions
This study assumed that all faculty completing the LPI-Observer tool had sufficient
contact with the nursing academic administrator to rate that administrator’s performance in
the five Fundamental Areas o f Exemplary Leadership Practices. The study further assumed
that all participants responded honestly in completing the tools.

Delimitations
The original anecdotal issue that contributed to the development of this study was a
shortage of candidates for nursing academic administrative positions in a group of private
colleges and universities. Therefore, this study focused on the nursing academic
administrators and faculty in a regional cross-section ofNLNAC- or CCNE-accredited
baccalaureate and associate degree nursing programs in private colleges and universities in
the United States.

Limitations of Study
Limitations of this study included the number ofprograms in which fewer than five
faculty completed the LPI-Observer, faculty awareness of program size and program
location. A minimum of five faculty received the LPI-Observer, however, only two faculty
responses were required to complete calculation of an average LPI-Observer score. A total
of 14 schools had fewer than five LPI-Observer returns, which could have skewed the data.
Three of these schools had only two returns each of the LPI-Observer; however, each of
these schools had a total of only five to seven faculty members.
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In the case of program size, faculty from the same program did not necessarily
select the same program size category. These inconsistencies in response may have been
due to faculty not being fully aware of the exact program size. Some of the schools of
nursing were large enough to offer more than one nursing degree. These schools therefore
had more than one degree program, and faculty respondents may have been referring to any
or all of the programs offered by their school, college, or department of nursing.
In the case of program location, faculty from the same program did not necessarily
select the same program location category. Faculty may have had differing perceptions of
program location, particularly for urban and suburban programs. A number of schools
classified as urban, according to Undergraduate Guide: Two-Year Colleges 2002 (2001)
and Undergraduate Guide: Four-Year Colleges 2002 (2001), could easily have been
classified as suburban by faculty because the locations were at the edge of city limits rather
than in downtown areas.

Overview of Rem ainder of Dissertation
Chapter 2 addresses the review of literature pertinent to the purpose of the study.
Chapter 3 provides a description of the study’s methodology, population and
sample, instruments,and data collection procedures. It also identifies the study’s research
questions, hypotheses, and forms of data analysis.
Chapter 4 describes the results of the study. Descriptions of the respondents and
analyses of the research questions are addressed in both narrative and table form.
Chapter 5 includes a discussion of the study and its results, conclusions drawn from
the results, and recommendations for practice and future study.
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CHAPTER 2

REVIEW OF THE LITERATURE

The review of literature for this study included exploration of a variety of areas
potentially relevant to the recruitment and retention of nursing academic administrators.
Sources for the review include nursing, education, business, and leadership literature.
To set the stage for the identification of factors that would influence the perception
of nursing academic administrators and faculty toward pursuit of an administrative
career,the literature review begins with a brief description of the role of the nursing
academic administrator. Next, the concept of career development is explored through a
review of nursing and educational literature related to career development of academic
administrators. The general concept of career development is expanded by an exploration
of business, health care, and educational literature related to leadership competencies and
development. Finally, the issues of retention, recruitment, and success of the nursing
academic administrator are addressed to provide a picture of issues that could either
encourage or discourage the pursuit of a career in nursing academic administration.

15
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Role of the Nursing Academic Administrator
The nursing academic administrator deals with a variety of constituents, each
possessing expectations of the administrator’s role. The constituents include the
profession, the college or university, the nursing program, and the community. When
addressing the profession, the administrator may be responsible to organizations such as the
state Board o f Nursing, the National League for Nursing Accrediting Commission, the
American Nurses Association, and a variety of other scholarly or accrediting bodies. When
addressing the college or university, the administrator may expect involvement with higher
administrators, student service areas, and administrators and faculty from other disciplines.
The nursing program is comprised of faculty, staff, and students, and may include
additional administrative personnel such as associate or assistant deans, directors, or chairs
The community includes clinical facilities, civic organizations, and a variety of other bodies
and agencies (George & Coudret, 1986).

The administrator faces the challenge of

melding departmental mission and goals with the university mission as well as with the
needs and trends of society and the nursing profession. The complexity of this role, with its
varying expectations and dilemmas, requires considerable skill and knowledge (Redmond,
1991).
The role of the academic administrator has begun to receive increasing attention,
with nursing literature addressing topics such as stress (Virgin, 1994), dilemmas inherent
within the role (George & Coudret, 1986), job satisfaction (Frank, 1986; Lambom, 1986),
career development (Rawl & Peterson, 1992; Short, 1997), and necessary skills and
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behavior (Kennerly, 1989; Starck et al., 1999). Educational literature has addressed similar
topics and issues (Gmelch & Bums, 1994; Solmon & Tierney, 1977).
Career Development
Movement into an administrative position typically occurs following experience in a
faculty role. Faculty do not necessarily plan for such moves, and in fact may describe their
pathways into administration as accidental or serendipitous (Rider, 1989). An interesting
anecdote of one individual’s path from nursing educator to the academic administrative
position of associate provost illustrates this lack of planning, as she describes her career
journey as being “not thoughtfully orchestrated” (Buckwalter, 2001, p. 75). Despite her
enthusiasm for her current position, and despite having served in a leadership role in
departmental or university committees and professional organizations, Buckwalter admits
that during her faculty career, she “avoided any major administrative roles, preferring
instead to devote [her] energies to teaching, scholarship, and professional service” (p. 76).
She goes on to say, “I felt that assuming formal administrative duties (that is, department
chair) would endanger my development as a scholar” (p. 76). This feeling is not surprising
in light of the complex nature of nursing faculty roles. Success as a nursing faculty member
often results in the pressure to excel in the diverse areas of teaching, clinical practice,
research, and publication. Additionally, nursing faculty are simultaneously expected to
provide service to both the community and the profession (Langemo, 1988, p. 327).
Pursuit of a successful career in academia therefore leaves little room for exploration into
administrative avenues. Given the attention that role strain and role conflict among nursing
faculty have received in recent years (Fain, 1987; Langemo, 1988; Mobily, 1991),
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Buckwalter (2001) is not likely to be alone in her early ambivalence toward pursuit of an
administrative career pathway
The previously described experience illustrates the lack of formal planning for an
administrative career, which is consistent with Brusich’s findings in a 1990 study of 14
women administrators in higher education in Georgia. The purpose of this qualitative study
was to identify factors relevant to career development of women in senior-level
administrative positions. The study involved surveys and interviews of 14 women holding
the title of president, academic vice-president, or dean within the higher education system
in the state o f Georgia. The findings indicated that the participants were generally
hardworking, risk taking, and high achieving; yet none of the respondents reported having a
career plan (Brusich, 1990). Although the sample size was small, it was a good
representation of a limited population; therefore, this finding is still worthy of notice.
Given the lack of planning for entry into administration, it is hardly surprising that
faculty entering administration often lack preparation for their change in position. The
majority of academic deans responding to a survey investigating formal and informal
administrative development activities indicated that informal activities such as on-the-job
training were the most common means by which administrators were prepared for their
positions (Nix, 1989). This is consistent with Rider’s findings in a 1989 study of 13 current
academic administrators (8 men and 5 women) and 12 former academic administrators who
had returned to the professorate (7 men and 5 women). Although the study was designed
primarily to address the issue of why college administrators stay or leave their positions,
one interview question specifically dealt with preparation for administration. Rider (1989)
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found that 80% o f female former administrators, 57% of male former administrators, 50%
of male current administrators, and 40% of female current administrators reported “little or
no administrative preparation other than on-the-job training” (p . 46). Aside from one
individual who had a degree in administration prior to becoming an administrator, the only
preparation reported by the subjects was committee work or administration of a program
within a department.
In light of the limited preparation of faculty prior to moving into administrative
positions, numerous researchers have suggested the importance of role models and mentors
to enhance career development (Nardi, 1996; Short, 1997; A. Vance, 1995; C. Vance,
1977; White, 1988). A great deal of recent literature has addressed the concept of
mentoring in academic administration and in nursing. Because mentoring was not the
specific focus of this study, only a select few studies are described in the review of
literature.
In one o f the earliest nursing studies to address mentoring, Vance (1977) surveyed
71 nationally identified nursing leaders referred to as “nurse-influentials.” These nurseinfluentials described the mentoring relationships they had experienced throughout their
careers. In a later article, Vance (2000) discussed the results of her early study, concluding
that “mentor connections played a role in leadership success in the profession, as well as
contributing to nurses’ success and satisfaction throughout their career paths” (p. 24).
Vance’s original study was later replicated and expanded by Kinsey (1985), who found that
the group of nurse-influentials studied later strongly resembled the earlier group in terms of
mentor presence and sources of influence.
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The purpose of White’s (1988) descriptive study was to “survey academic nurseadministrators to determine their perceptions of the role of mentoring in career
development and success” (p. 178). The findings ultimately showed that a majority of
nursing academic administrators supported the concept of mentoring for career
development. The study originally took place in 1986, and involved distribution of a
questionnaire to 419 deans and directors ofNational League for Nursing (NLN)-accredited
baccalaureate programs in the United States. The questionnaire was self-administered, and
300 usable responses were obtained, for a return rate of 72%. For the purpose of the
study, a mentor was defined as “one who serves as a career role model and who actively
advises, guides, and promotes another’s career and training” (p. 180). A significant
individual was defined as “that individual who actively influences a person’s career but who
is not described as a mentor” (p. 180). One of the study’s research questions was the
following: “What are the characteristics and incidence of the mentor-protege relationship
as reported by academic nurse-administrators?” (p. 180). A limitation of the study is that it
did not appear to specify the timing of the mentoring relationships. Therefore, the point in
the career path at which time the mentoring took place is unclear More than half of the
respondents (N =171, 57%) reported having one or more mentors Conversely, 129
participants (43%) reported having no mentors; more than 70 of these participants (54%)
indicated the belief that a mentor could have made a difference in their career development
All but 29 of the study’s participants reported having neither a mentor nor a significant
individual. White (1988) described the finding that 43% of the respondents reported
having no mentor as “unanticipated,” since study participants were all “considered to have
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achieved a certain degree of career success in terms of upward mobility” (p. 181). This
comment in itself is interesting, as it suggests a preconceived belief that upward mobility
would not occur without mentoring. Nevertheless, White was willing to acknowledge that
“the answer to the question of whether one must have a mentor to succeed in one’s career
remains unanswered” (p .180).
A large study of deans and directors of American Academy of Colleges of Nursing
(AACN) member schools was conducted to examine the influence of activities and
mentoring functions of nursing academic administrators (Short, 1997). Of 441 deans and
directors invited to complete a self-administered questionnaire, 324 usable returns were
obtained, for a 73.5% response rate. The questionnaire utilized was the Profile of
Influential Nurse Administrators, which was compiled from portions of Vance’s
Questionnaire for survey of Contemporary Nurse-influentials and Noe’s Mentoring
Functions Scale. A Cronbach’s alpha for internal consistency in Short’s study was .85 on
the career and psychosocial function items from Noe’s Mentoring Functions Scale, which
was consistent with other usages of the tool.
Of the total respondents, 70.9% reported having had a mentor during their
professional career (Short, 1997, p. 15). Interestingly enough, only 27.2% of those
participants who had been mentored indicated that they had a mentor while in dean or
director position (p. 16). For those participants who reported having no mentor, 87.4%
indicated that “a mentor might have been helpful in their professional lives” (p. 16). This
finding is consistent with White’s earlier findings (1988).
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A more recent study of nursing academic administrators utilized the Mentoring
Role Socialization Survey (A. Vance, 1995). This tool provided a working definition of
“mentor” for the respondents, and included sections on Professional Information, MentorProtege Characteristics, and Role Socialization. The study’s results echoed the findings of
earlier research on mentoring. The administrators who reported having had mentors
described the relationships as being positive, and those who reported not having had
mentors supported the idea that a mentoring relationship would have been beneficial to
their career progress (A Vance, 1995).
A study of academic department chairpersons (Nardi, 1996) sought to examine self
perceptions of the role, function, and preparedness of academic department chairpersons in
higher education. The study involved a survey of 378 chairs from state-owned universities
in the Pennsylvania State System of Higher Education. Nardi found that formal
professional training for administration is limited, and that chairs most commonly attained
their skills through on-the-job training and discussion with faculty, previous chairs, and the
dean. These findings, particularly the importance of on-the-job training, are consistent with
the findings of Rider’s 1989 study of academic administrators. Among Nardi’s
recommendations for practice based on the study’s results were the creation of a structured
professional development program and a formal mentoring arrangement for new
department chairs.
Although mentoring has received increasing attention as a method of career
development, several authors have pointed out that a variety of other factors also
contribute to career development (Allen, 1998; DeYoung, 2000; Rawl & Peterson, 1992;
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Redmond, 1991).

In a non-research article, DeYoung (2000) outlines several areas that

would be beneficial for potential nursing academic administrators to consider in their career
planning, including personal qualities, educational planning, obtaining a mentor, and the
ability to adapt to role transition. Other literature describes studies that have begun to
address the complexities of career development.
In an ethnographic study of deans, Redmond (1991) explored this research
question, “What life and career experiences and relationships do deans of nursing
programs identify as significant factors in their pathway to the deanship?” (p. 229). The
sample for the study involved two stages, in which deans from 25 top-ranked schools were
selected along with 28 deans from similar institutions with similar personal and professional
characteristics. These deans were invited to complete a survey of demographic
characteristics, general characteristics of life and career experiences, general characteristics
of relationships, and willingness to be interviewed (p. 229). Of 29 deans completing the
survey, 13 were willing to participate in interviews. The researcher then selected six deans
to participate, based on representation of three different age cohorts and management of
both public and private institutions.
Following analysis of the interviews, four major domains were identified as being
important to the deans’ lives and career pathways, including relationships with significant
others, educational experiences, occupational experiences, and personal events such as
family circumstances (pp. 231-232). The domains were then further analyzed to identify
themes that were important to the deans’ lives and career pathways. The themes included
three patterns of “strong valuing by the participants of education and achievement,”
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“female relationships that provided the deans with role modeling” and other supportive
behaviors, and “early and progressive leadership behavior” (Redmond, 1991, p. 235).
This study is worthy of note not only because so few research studies exist in the area of
nursing leadership, but also because o f the unique approach of ethnography. In the
ethnographic approach, the researcher becomes immersed in the culture being studied, and
the individuals who interpret the culture essentially become colleagues rather than research
subjects (Bums & Grove, 2001, p. 612). This provides a tremendous opportunity for
increased understanding of the culture being studied.
In a qualitative study of 12 nurses holding formal leadership positions in health-care
organizations, Allen (1998) asked participants about factors that they believed to have
strongly influenced their leadership development. Following individual interviews with the
participants, Allen noted five predominant factors that had “significantly influenced their
leadership development: self-confidence, innate leader qualities/tendencies, progression of
experiences and success, influence of significant people, and personal life factors” (p. 16).
Interestingly enough, its findings are similar to those of Redmond’s earlier study (1991).
Rawl and Peterson’s Model of Career Development in Academic Administration
(1992) reflects a variety of influences that may have an impact on the development of the
administrator. These include early life influences, academic preparation, mentoring
relationships, supporting factors, constraining, factors, and career stage (Rawl & Peterson,
p. 162). This model was used as a framework for a study of all levels of nursing academic
administrators in NLN-accredited baccalaureate and higher degree programs. The purpose
of the study was “to analyze the influence of mentorships on career development while
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controlling for other factors considered relevant to career development. Additionally, the
investigators compared the levels of career development [LCD] of mentored and non
mentored nursing education administrators” (p. 162).
The researchers obtained the names of 1,147 administrators, and randomly selected
600 as subjects. A total of 427 usable questionnaires was returned, for a sizable return rate
of 71.2%. The questionnaire addressed career development, aspirations, mentoring
experiences, and demographic data, and had been reviewed by nursing administrators and
pilot-tested with nursing administrators (Rawl & Peterson, 1992, p. 163). Cronbach
alphas for questionnaire items related to career development and mentoring relationships
were found to be 0.66 and 0.93 respectively (p. 163), which is an acceptable level of
reliability.
Rawl and Peterson’s (1992) study found a significant difference (p < .001) between
mentored and nonmentored subjects on the total number of publications (p. 164). A
significant difference (p < .05) was also found on grant funding and also on the number of
competitive grants over $500,000 (p. 164). As the authors point out, when significant
differences occur between mentored and nonmentored groups, researchers “have attributed
such differences to the mentoring condition” (p. 167). They also point out that “the
mentored and nonmentored subjects in this study were significantly different from one
another on two variables: age and highest degree earned (p < .01)” (p. 167) and suggest
that these demographic characteristics could legitimately contribute to differences in
publication and grantsmanship (p. 167). Interestingly, “no significant differences were
found between mentored and nonmentored subjects on total number of grants received,
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average number of years served in national and/or international leadership positions, rank,
and annual income” (p. 164). Using regression analysis relating the LCD, Rawl and
Peterson found that although having a mentor contributed to career development, it was
“less predictive than four other factors: educational preparation at the doctoral level early
in one’s career, appropriate work experience, a strong work commitment, and the degree
of scholarly difficulty” (p. 168). These findings support the belief that career development
is complex, and involves a variety of factors.

Leadership Competencies and Development
Leadership development is a concept closely linked to career development.
Traditional leadership has tended toward transactional leadership, which emphasizes
acceptance of and working within existing structures (Gardner, 1990). Leaders in health
care are beginning to emphasize the need for the ability to create a shared vision, build
relationships, and facilitate team performance (Dixon, 1999; Porter-0’Grady, 1999). As
health care moves away from traditional managerial styles, nursing leaders are now looking
toward transformational leadership, which calls for the leader to offer consideration to
others, inspire them to excel, and stimulate creativity (Kouzes & Posner, 2002a).
Additionally, transformational leadership emphasizes motivation and development of others
to achieve a shared vision (Bass & Avolio, 1994).
The academic world has begun to focus on competencies to describe skills needed
for leadership. Current competencies include change and transition management,
governance, and communication (Bowman, 2002; Starck et al., 1999). Starck at al.
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Warner, & Kotarba (1999) conducted a qualitative study to address the question of “what
lies ahead?” (p. 266) for nursing programs in response to societal forces. Utilizing the
results of the 1995 U.S. News & World Report top-40 listing of graduate nursing schools,
the researchers selected six deans representing the top, middle, and lower categories. The
deans were interviewed using a 21-item protocol exploring change management,
governance, handling of problems, communication and leadership style, and research
productivity (p. 266). The interviews were audiotaped, transcribed, and analyzed for
themes. The deans were asked to look toward the future needs of health care and health
care educators, and to consider the leadership styles and skill sets that would be needed in
the future. These nursing leaders anticipate a variety of role and leadership style changes,
and the researchers gleaned three major skill sets from their responses. The skill sets
included greater focus on empowerment, consensus building, and risk taking (Starck at al.,
1999, p. 269). Empowerment of others is considered vital to successful leadership (Kouzes
& Posner, 2002a; Seagren, 1993; Starck et al., 1999). Additional skills described as
necessary for effective leadership include optimism and enthusiasm on the part of the
leader, as these are key components of inspiring others to move toward a common vision
(Kouzes & Posner, 2002a; Starck et al., 1999).
Kouzes and Posner note that despite a need for people who are willing to seize
leadership opportunities, persistent myths about the nature of leadership inhibit personal
and organizational success (2002a, p. 386). They address several myths that they believe
contribute to a lack of willing leaders. One myth is that leadership consists solely of
traditional management practices. As previously stated, traditional transactional leadership
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styles are giving way to more participative transformational styles. Another myth is that
leaders must be “prescient visionaries with Merlin-like powers” (Kouzes & Posner, 1995,
p. 15). They point out the risks of expecting leaders to be heroes, which “inhibits us from
seizing the initiative” and results in a “wait for someone to ride in and save us” (Kouzes &
Posner, 2002a, p. 386) The hero myth is closely related to the myth of superior position,
in which the only leader is the individual in the “top position.”
Perhaps the most striking myth is that leadership cannot be learned. According to
Kouzes and Posner, “this haunting myth is a far more powerful deterrent to leadership
development than is the nature of the person or the basics of the leadership process”
(2002a, pp. 386-387). They adamently contend that leadership is not inborn, and that the
practice of leadership has patterns that can be both shared and learned (2002a, p. xxv).
Kouzes and Posner are not alone in this belief, as current leadership theory strongly
suggests that leadership can be learned, and that anyone at any level of an organization can
demonstrate leadership (Belasco & Stayer, 1993; Bennis, 1994, 1997).
One paradigm described in leadership literature is that of “lead-goose leadership.”
This paradigm involves viewing organizations as flocks of geese flying in V-formation, with
“the leadership changing frequently, with different geese taking the lead” and being
responsible for “changing roles whenever necessary, alternating as a leader, a follower, or a
scout” (Belasco & Stayer, 1993, p. 18). This vivid image of shared leadership coming from
every level of an organization contrasts with the traditional “buffalo herd,” in which the
herd stands around waiting for the head buffalo to make decisions (p. 18). For the “head
buffalo” to achieve “lead-goose leadership,” the leader must foster empowerment and
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development of others through learning and enhancement of personal capabilities (p. 18).
Warren Bennis echoes this philosophy, and emphasizes the need for leaders to “create a
healthy, empowering environment” and “flat, flexible, adaptive, decentralized systems and
organizations” (1997, p. 98).
Despite the hopeful tone of recent leadership literature, given the number of myths
that exist about leadership, it is a small wonder that few individuals leap at the
opportunities to lead in nursing academia. Nevertheless, it is vital to identify ways to
cultivate leadership potential in nursing faculty Research in this specific area has been
limited, as has leadership research related to health-care in general (Vance & Larson,
2002). Vance and Larson (2002) completed an extensive review of health-care literature
related to health care. Their search encompassed health care literature from January 1970
through December 1999, and utilized four databases, including Medline, PsycINFO,
HealthStar, and the Cumulative Index of Nursing and Allied Health Literature (CINAHL).
In a review of 4,717 citations of health-care literature pertaining to leadership, Vance and
Larson found only 155 (3.3%) reports of original research. Of these, 49.7% addressed
descriptions or perceptions of leaders, 9.7% addressed leadership training, and 4.5%
addressed the development of tools to measure leadership (p. 166). An additional 36.1%
(N-56) of the studies measured the effect of leadership on factors including job
satisfaction, retention, and performance of subordinates (p. 166). A major
recommendation o f their study is that “leadership research must be extended beyond the
interaction between the leader and the led to identifying specific outcomes for clients, the
delivery of care to clients, and organizational change” (p. 170). Research that attempts to
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identify future nursing leaders in academia and ways to cultivate their leadership potential
would seem to be directly related to organizational change. Additionally, with nursing
academic administrators providing a link between education and practice, it would seem
that such research would also have an impact on the delivery of care to clients, albeit
indirectly.
Although several studies exist that are related to the leadership behaviors and styles
of nursing academic administrators, no literature linking leadership practices of the
academic administrator with the career aspirations of faculty toward administrative
positions has yet been located.

Retention, Recruitment, and Success
Despite the concerns about the limited number of candidates for nursing academic
administration, minimal literature addresses the key issues of recruitment, retention, or
success of the administrator. Among the earliest literature located was an article in which
the authors expressed the concern that “nursing education is currently suffering from a
dearth of leadership” (Mitsunaga & Hall, 1976, p. 692). Mitsunaga and Hall went on to
say that despite numerous open positions for top nursing administrators, “a shortage of
qualified persons-perhaps more important, persons who are both qualified and
interested-makes it difficult to fill them” (p. 692).

Because of these concerns, Mitsunaga

and Hall conducted a study in 1970 in an attempt to describe nursing school deans, their
views of that position, problems perceived in the position, and suggestions for those who
might be interested in pursuing a deanship (Mitsunaga & Hall, 1976, p. 692). The data of
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the original study stemmed from the responses of 70 deans of baccalaureate programs
(70% return rate) completing a 380-item survey questionnaire related to their life
experiences and their deanship. The researchers utilized factor analysis to identify clusters
of behavior that would allow a more detailed description of various aspects of the career
and life experiences o f the deans, including preparation for the position, selection of a
school, life style, and administrative patterns. The study was later replicated (Hall et al.,
1981), with 131 deans (90% return rate) responding to a revised questionnaire addressing
various dimensions of the dean’s role, including “anticipatory socialization, selection of
position, administrative patterns, rewards and costs of the position, role stress, future plans,
and demographic and organizational characteristics” (p. 93).
In the earlier study, the researchers explored the preparation for the role of dean
and the selection of position and school in their study (Mitsunaga & Hall, 1976). Similarly,
a question in the later study asked, “What were the career aspirations of deans prior to
assuming their present position?” (Hall, Mitsunaga, & deTomyay, p. 93). An interesting
finding is that the “among the earlier group, two-thirds had never planned to become a
dean until they were offered the position” and that among the group studied later, “nearly
two-thirds had planned it” (p. 93). Despite an increase in the number of deans having
planned for the position, it is of note that at least one third of the group had no career
aspiration for the position.
Gaspar’s survey (1990) of first-line academic administrators addressed the issues of
job satisfaction and anticipated turnover from their positions. The first-line administrators
were recommended by their nursing academic administrators, representing 103 nursing
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programs. Initially, 316 first-line administrators were suggested, with Gaspar narrowing
the list to 200 through random selection. Of the 200 potential subjects, 160 completed the
the Demographic and Background Information Questionnaire, the Minnesota Satisfaction
Questionnaire, and the Anticipated Turnover Scale, with 150 responses being usable. This
return rate met Gaspar’s expectations for the minimum number of subjects, which was 100
based on 20 factors multiplied by 5 (p. 63). He interviewed 32 of these administrators as
to their anticipated future careers in nursing educational administration. Only four of the
subjects (12.5%) expressed an interest in a higher administrative position.
Gaspar (1990) identified several themes contributing to the greatest job satisfaction
of the first-line administrator. These themes included influencing the organizational climate
for development and change, maintaining or providing control, facilitating faculty growth
and development, lacking faculty conflict, interacting with nursing staff, and mixing
administration with teaching (p. 145). He also identified several major themes contributing
to the least job satisfaction of the first-line administrator. These themes included conflict,
university constraints, lack of or need for control, organizational structure, and paperwork
(p. 146). Gaspar found that job satisfaction and anticipated turnover had a strong negative
correlation. Further study of these themes may contribute to an understanding of faculty’s
lack of aspiration to academic administration.
Princeton and Gaspar (1991) conducted an exploratory and descriptive study of the
preparation, competencies, and retention of first-line academic administrators. They
interviewed 56 first-line nurse administrators from a random sample of 42 schools of
nursing, drawn from 114 NLN-accredited schools offering both baccalaureate and graduate
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programs. During the course of the interview, the subjects were asked what they
anticipated as their “future administrative career pattern based on their experience to date
as first-line administrators” (p. 82). Additionally, the subjects were interviewed about a
variety of issues related to the administrators’ career experiences, including preparation,
role conflict, workload, and coping strategies. The subjects completed a questionnaire to
identify competencies important for the role and a demographic data collection instrument.
More than half of the 56 administrators (N=31) indicated that they had pursued
graduate level administrative courses following completion of their graduate degree; four
indicated being currently enrolled in graduate education. Twenty-seven of the
administrators indicated using informal methods of preparation for their roles, including
workshops and conferences. Twenty-six of the subjects reported having on-the-job
training with another administrator, and 29 described mentoring or independent study as a
part of their role preparation. Only 8 of the subjects indicated having no formal or informal
educational preparation for the role of first-line nurse administrator (Princeton & Gaspar,
1991, pp. 83-84).
Role strain, role conflict, and workload issues were explored as part of the study.
Princeton and Gaspar (1991) found that “regardless of their tenure status, the theme that
permeated [the subjects’] responses was the conflict they experienced between the
expectations inherent in their faculty role as a researcher and scholar, teacher, and service
provider, and the demanding work associated with their academic administrative roles” (p.
85). This finding is consistent with concerns addressed by other authors in works cited
earlier in this literature review (Buckwalter, 2001; Fain, 1987; Langemo, 1988)
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A study finding (Princeton & Gaspar 1991) of great concern is that only 37.5%
(#=21) of the subjects were interested in continuing in their current position, and would
“perhaps in time move to higher levels” (p. 86). Also of great concern is the finding that
46 .4% (#=26) of the subjects were planning to leave their current positions “due to workrelated strains, conflicts, and overload” (p. 86). O f the remaining nine subjects, five were
uncertain of their career path, and four were planning retirement (p. 86).
Because o f concern that the number of candidates for nursing leadership positions
is limited, Larson (1994) conducted a study of career aspirations of nursing academic
middle managers. The purpose of the study was “to determine the attitudes of nurse
faculty employed full-time in the positions of midlevel managers in private and public
baccalaureate degree schools of nursing in order to identify factors that relate to career
aspirations to higher leadership positions” (p. 148). The sample include middle managers
(#=37) from 30 of the 40 baccalaureate nursing programs in the Midwest; however, the
return rate could not be determined from the data provided in the article. The
questionnaire used in Larson’s study included Johnson’s Faculty Satisfaction Instrument,
Guilbert’s revised Health Care Work Powerlessness Scale, and demographic questions (p.
148). Demographic characteristics included the dependent variable of career aspiration
toward a higher leadership position (p. 148). Larson found that 62.16% (#=23) of nursing
faculty middle managers were not interested in pursuing a higher level administrative
position (p. 150). Additionally, Larson found that 56.76% (#=21) of nursing faculty
middle managers did not view their position as a stepping-stone to a dean position. These
findings echo those of earlier studies (Gaspar, 1990; Hall, et al., 1981), which suggested
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that few first-line academic administrators or middle managers have aspirations to move to
higher positions of authority. No significant relationships were found between career
aspiration and either job satisfaction and perceptions of powerlessness (p. 150). Using Chisquare analysis, a significant relationship (p< .05) was found between career aspiration and
salary and between career aspiration and current position being viewed as a stepping stone
to a dean position (p. 151). Larson’s (1994) findings indicated that “career aspiration to a
higher leadership position was greater when the salary was higher and the perception was
stronger that the current position was a career step to a higher leadership position such as
dean” (p. 151). Further exploration of the relationship between career aspiration and
demographic characteristics such as education, salary, and current position may contribute
to greater understanding of issues that might increase faculty orientation toward higher
administrative positions.
Recruitment of nursing academic administrators is multi-faceted and relates to
issues such as career aspiration of nursing faculty and first-line adminstrators, role
preparation, role modeling of administrators, leadership practices, and leadership
development. Further study into these areas may provide insight into a crucial need in
nursing academia.

Summary
To begin the process of identifying factors that would influence the perception of
nursing academic administrators and faculty toward pursuit of an administrative career,the
literature review began with a brief description of the role of the nursing academic
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administrator. Next, the concept of career development was explored through a review of
nursing and educational literature related to career development of academic
administrators. The general concept of career development was then expanded by an
exploration o f business, health care, and educational literature related to leadership
competencies and development. Finally, the issues of retention, recruitment, and success of
the nursing academic administrator were addressed to provide a glimpse of issues that
could either encourage or discourage the pursuit of a career in nursing academic
administration.
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CHAPTER 3

METHODOLOGY

This chapter includes a description of the method, population and sample, data
collection procedures, instrumentation, and presentation of the hypotheses that address the
research questions.

Method
The primary research design for the study was a quantitative approach utilizing
survey methodology. A variety of statistical methods was utilized to explore and identify
potential relationships. As a complementary component of the research design, qualitative
methodology was utilized to glean subjective data related to recruitment of nursing
academic administrators. The use of both quantitative and qualitative approaches within
the same study is known as triangulation, and is gaining interest in the research community.
This approach is not without pitfalls, however, as it requires the simultaneous use of two
philosophical approaches to research. Therefore, some researchers recommend that the
two methodologies not receive the same weight within the study (Bums & Grove, 2001).
In the case of this study, the primary research design was quantitative, with the qualitative
component being utilized in a complementary fashion.

37
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Population and Sample
The population for this study was nursing academic administrators and their
respective faculty in associate and baccalaureate nursing programs in the United States.
The sample for this study included a regional cross-section of nursing academic
administrators and faculty in 54 NLNAC- or CCNE-accredited associate degree and
baccalaureate degree programs in private colleges or universities. The regions were
defined by categories used by the American Association of Colleges of Nursing (AACN,
2002). Nineteen (35.2%) of the programs surveyed were located in the Midwest region,
16 (29.6%) of the programs were in the North Atlantic region, 15 (27.8%) of them were in
the Southern region, and 4 (7.4%) of the programs were located in the Western region.
Through the use of a directory of accredited nursing programs (NLNAC, 2001), the
nursing academic administrators ofNLNAC- or CCNE-accredited associate and
baccalaureate programs in private colleges or universities were selected to be contacted
through a process of stratified random selection. The selection process began with
comparison o f the schools listed in the NLNAC directory to the Undergraduate Guide:
Two-Year Colleges 2002 (2001) and the Undergraduate Guide: Four-Year Colleges 2002
(2001) to determine which of the schools were private. A total of 283 associate or
baccalaureate programs were found to be private, and the number and percentage of
schools in each region were determined. The Midwest region included 104 programs
(37%), the North Atlantic region included 88 programs (31%), the Southern region
included 69 programs (24%), and the Western region included 22 programs (8%).
Information about these programs was then entered into a spreadsheet for data sorting.
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The schools were data sorted by region of the country, location, and type of program,
although for selection purposes, the schools were ultimately stratified only by region. The
original target number of participating schools was 50, and the selection process was
designed to include a percentage of schools in each region that would be comparable to the
percentage of the total population.
In the first mailing, all schools from one specific denomination were invited to
participate. In addition to these schools, schools from each region were contacted based
on selection of every “nth” program. As schools either declined or did not respond to the
invitation to participate, another school within that region was contacted.
Ultimately, a total of 183 programs was contacted. Fifty-nine of the programs
contacted (32.2%) agreed to participate, of these, 5 programs were ineligible to participate
because fewer than five faculty members were available for distribution of the tools. Forty
of the programs contacted (21.8%) declined to participate. Eighty-three of the programs
contacted (45.3%) did not respond to the mailed introduction letter or to a follow-up email invitation.
A total o f 495 sets of tools were sent to the nursing academic administrators for
distribution to faculty. Of these, 4 were returned unused and described as “extras” by the
administrators. Of the remaining 491 sets of faculty tools, 258 complete sets were returned
for a response rate of 52.5%. An additional 3 sets were partially completed with sufficient
data to be usable, bringing the total response rate to 53.2% (/V=261/491).
A total of 54 sets of tools was sent to the nursing academic administrators for their
completion. Of these, 43 sets with both administrator and faculty responses were returned
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for a response rate of 79.6%. The tools from all programs with responses from both the
administrator and the faculty were utilized for analysis of the LPI, as at least two faculty
responses were provided by these schools, which allowed calculation of an average LPI
Observer score (Kouzes & Posner, 2001). Although some data skewing might have been
possible for the 14 schools with a return of less than 5 LPI-Observer tools, the response
rate based on tools sent to these schools was as high as 80%. An additional 4 sets were
partially completed with sufficient data to be usable, bringing the total response rate to
87% (77=47/54). These four programs could not be utilized for analysis of the LPI,
however, as they had either administrator responses only or faculty responses only.

Instruments
Leadership Practices Inventory (LPI)
The Leadership Practices Inventory measures each of the five key leadership
practices described in The Leadership Challenge (Kouzes & Posner, 2002a). The
leadership practices include the following:
1. Challenging the process
2. Inspiring a shared vision
3. Enabling others to act
4. Modeling the way
5. Encouraging the heart.
The instrument consists of 30 statements, with 6 statements for each leadership
practice. The instrument is available in two forms: LPI-Self, to be completed by the
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leader, and LPI-Observer (previously “Other”), to be distributed to five to six people
familiar with the leader’s behavior (Kouzes & Posner, 2002a). Reliabilities for the LPISelf using Cronbach alpha typically range between .75 and .87, slightly lower than
reliabilities for the LPI-Observer, which typically range between .88 and .92 (Kouzes &
Posner, 2002b, May). Cronbach alphas for the LPI-Self in this study were .82, and those
for the LPI-Observer were .82. These values are within the range typically reported for the
LPI. They are also above the .80 level described in nursing literature as the lower limit of a
reliability coeffcient for well-developed psychosocial measurement tools (Burns & Grove,
2001, p. 396). Relative consistency in findings has been noted across various
organizational characteristics and personal characteristics, such as gender, and ethnic or
cultural backgrounds. In addition to its use as a research tool, the LPI has frequently been
utilized as a leadership development tool (Kouzes & Posner, 2002b).
For purposes of data analysis in this study, categories of high, medium, and low
were developed for the LPI-Self total scores, the LPI-Self Modeling the Way subscores,
and the LPI-Self Enabling Others to Act subscores. The scores were listed in a stem and
leaf-plot pattern, with clusters and natural break points identified. Based on these clusters
and break points, high total scores were determined to be above 250, medium total scores
were determined to be 200 through 250, and low total scores were determined to be less
than 200. High subscores were determined to be above 50, medium subscores were
determined to be 40 through 50, and low subscores were determined to be less than 40.
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Career Aspiration Questionnaire
An investigator-designed Career Aspiration Questionnaire was utilized. The
questionnaire asks faculty what factors would be most likely to encourage them to consider
a career in nursing academic administration. The questionnaire includes a list of potential
encouraging factors. The list was developed on the basis of sources that have previously
identified factors that make an administrative position attractive (Gaspar, 1990; Rider,
1989). The questionnaire also asks faculty to identify factors that would be most likely to
discourage them from considering a career in nursing academic administration. The
questionnaire included a list of potential discouraging factors. The list was developed on
the basis of a variety of sources that have previously identified factors that increase stress
or decrease satisfaction in an academic administrative position (Gaspar, 1990; Rider, 1989;
Virgin, 1994). Additionally, the questionnaire contains several demographic questions to
allow description of the sample. The questionnaire was pilot-tested with nursing faculty
and administrators from four colleges and universities to enhance its clarity and to establish
validity.
Because of familiarity of demographic questionnaires, the validity sought for this
study was face validity, which is a subtype of content validity. Content validity allows
determination o f how well an “instrument operationalizes the construct it is alleged to
measure” (Knapp, 1998, p. 119). To establish content validity, experts will be asked their
opinions as to relevance of the items on the questionnaire. For face validity, the “experts”
can be considered to be those who would actually be answering the questions (p. 119). For
this reason, the pilot test for this questionnaire involved asking faculty and administrators
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from associate or baccalaureate nursing programs to evaluate the readability,
understandability, and relevance of the questionnaire. They were also asked to evaluate the
length of the tool. Consensus of the expert feedback was that the tool was clear, relevent,
acceptable in length, and easy to complete. Some suggestions for improvement were
provided and implemented.

Recruitment Questionnaire
An investigator-designed recruitment questionnaire was utilized. The questionnaire
asked administrators to identify factors that were most influential in bringing them into a
career in nursing academic administration. The questionnaire included a list of potential
factors that would have influenced their entry into an administrative career. The list was
developed on the basis of sources that have previously identified factors that make an
administrative position attractive (Gaspar, 1990; Rider, 1989). The questionnaire also
asked administrators to identify factors that would be most likely to discourage them from
seeking another position in academic administration. A list of potential discouraging
factors was included in the questionnaire. The list was developed on the basis of a variety
of sources that have previously identified factors that would contribute to stress or
decreased satisfaction in an academic administrative role (Gaspar, 1990; Rider, 1989;
Virgin, 1994). Additionally, the questionnaire includes several demographic questions to
allow description of the sample. The questionnaire was pilot-tested with nursing faculty
and administrators from four colleges and universities to enhance its clarity and to establish
validity. The process of pilot testing is described in the previous paragraph.
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Data Collection Procedures
A letter of introduction with a description of the study and the tools was sent to the
nursing academic administrators of the sample institutions. A reply card was included with
the introduction. The administrators were asked to return the card in a self-addressed
stamped envelope indicating their willingness to participate in the study, and to indicate the
number of full-time faculty in the department. If the administrators did not respond within
a week of the requested reply date, an e-mail was sent to determine if the original letter of
introduction had been received. Twelve administrators requested that the introduction
letter and reply card be resent, 10 of them agreed to participate. Following receipt of the
reply card, the tools were sent to the nursing academic administrator for distribution, with a
request to have all completed tools returned directly to me in individual self-addressed,
stamped envelopes. This method of distribution and return maintained confidentiality and
anonymity, as I did not know the identity of the faculty to whom the tools were distributed,
and the nursing academic administrators did not see the tools completed by the faculty.
Tools sent to each program were coded to allow linkage of the LPI-Self scores with
the appropriate faculty scores. Prior to analysis of the hypotheses, the LPI-Self scores
were divided into three categories of high, medium, and low. The faculty scores were then
linked with the corresponding LPI-Self score to allow completion of the analyses.
Confidentiality was maintained, as results were not presented in such a way as to identify
specific programs or administrators. Faculty anonymity was maintained, as I did not know
their identity, and their responses were not seen by the nursing academic administrators.
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An added measure of confidentiality and anonymity involved the use of a master’sprepared nurse as a research assistant. This research assistant selected the nursing
programs randomly, coded the tools, and completed the codebook prior to my completing
data entry. In completing the codebook, the assistant replaced the program codes with
case numbers. As I completed data entry, no identifying codes or features of the programs
or faculty were evident.
Following analysis of results, the nursing academic administrator and faculty from
one program were selected as a focus group for the purpose of triangulation. The selection
of this group was based on convenience, as the program’s location was readily accessible
to me. I contacted the administrator to seek permission to utilize the program for this
purpose. Upon consent of the administrator, I arranged a mutually acceptable time to meet
with the administrator and faculty to clarify and amplify results of the study through
discussion.
The voluntary focus group session took place in a conference room during a
regularly scheduled departmental faculty meeting. The purpose of the session was
explained to the group members, and they were provided with an opportunity to leave if
they did not wish to participate. I provided the seven faculty members and one academic
administrator with a copy of the Recruitment Questionnaire and the Career Aspiration
Questionnaire for their reference. I asked the group members to identify which factors they
thought administrators would have identified most frequently as encouraging their entry
into administrative careers, and those which would be most likely to discourage their
consideration of another administrative position. I asked the group members to identify
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which factors they thought faculty would have identified most frequently as encouraging
their consideration of a position with greater administrative responsibility, and those which
would be most likely to discourage their consideration of such a position. After each
question, I asked for group feedback. After the group provided its feedback, I shared the
study’s results for Subquestions 2 through 5, and asked for group responses to the results.
Since the group was small, and few questions were discussed, I chose to take handwritten
notes during the session. Following the session, I reviewed the responses for inclusion in
the study. The group came to consensus readily, so no software was necessary for analysis
of themes.

Research Questions, Hypotheses, and Forms of Analyses
The main research question is presented, followed by 11 subquestions. Subquestion
1 is addressed through three research hypotheses. Subquestions 2 through 5 have no
research hypotheses associated with them. Subquestions 6 through 11 are each addressed
through one research hypothesis.
Main Research Question: Are there factors that influence nursing faculty to pursue
a career in nursing academic administration?
Subquestion 1: How do nursing academic administrators and their faculty compare
in their perceptions of performance of the exemplary leadership practices measured by the
LPI total score and by specific subscores that relate to the encouragement of others
(Modeling the Way and Enabling Others to Act)? Hypotheses 1,2, and 3 were associated
with Subquestion 1.
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Hypothesis 1: A significant relationship exists between faculty total scores on the
LPI-Observer and three categories defined by LPI-Self total scores of the administrators
(low, medium, and high). The form of analysis used was one-way Analysis of Variance
(ANOVA).
Hypothesis 2: A significant relationship exists between faculty Modeling the Way
subscores on the LPI-Observer and three categories defined by LPI-Self Modeling the Way
subscores of the administrators. The form of analysis used was one-way ANOVA.
Hypothesis 3: A significant relationship exists between faculty Enabling Others to
Act subscores on the LPI-Observer and three categories defined by LPI-Self Enabling
Others to Act subscores of the administrators. The form of analysis used was one-way
ANOVA
Subquestions 2 through 5 address descriptive statistics, and therefore have no
hypotheses associated with them
Subquestion 2: What factors do nursing academic administrators identify most
frequently as being most important in encouraging their entry into their administrative
careers? Frequency analysis was used to answer this subquestion.
Subquestion 3: What factors do nursing academic administrators identify most
frequently as being most likely to discourage their consideration of another administrative
position? Frequency analysis was used to answer this subquestion.
Subquestion 4: What factors do nursing faculty identify most frequently as being
most likely to encourage their consideration of a position with greater administrative
responsibility? Frequency analysis was used to answer this subquestion.
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Subquestion 5: What factors do nursing faculty identify most frequently as being
most likely to discourage their consideration of a position with greater administrative
responsibility? Frequency analysis was used to answer this subquestion.
Subquestions 6 through 11 have one hypothesis associated with them.
Subquestion 6: Is there a relationship between the LPI-Self Total level to which
faculty are connected and their career aspiration toward a position with greater
administrative responsibilities?
Hypothesis 4: A significant relationship exists between the LPI-Self Total level to
which faculty are connected and their career aspiration toward a position with greater
administrative responsibilities. The form of analysis used was Chi square.
Subquestion 7; Is there a relationship between career aspiration of nursing faculty
and current position held by the nursing faculty?
Hypothesis 5: A significant relationship exists between career aspiration of nursing
faculty and current position held by the nursing faculty. The form of analysis used was Chisquare.
Subquestion 8: Is there a relationship between career aspiration of nursing faculty
and highest level of education completed by nursing faculty1?
Hypothesis 6: A significant relationship exists between career aspiration of nursing
faculty and the highest level of education completed by nursing faculty. The form of
analysis used was Chi-square.
Subquestion 9: Is there a relationship between career aspiration of nursing faculty
and pursuit o f additional course work beyond highest degree?
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Hypothesis 7: A significant relationship exists between career aspiration of nursing
faculty and pursuit of additional course work beyond highest degree. The form of analysis
used was Chi-square.
Subquestion 10: Is there a relationship between career aspiration of nursing faculty
and size of the nursing program?
Hypothesis 8: A significant relationship exists between career aspiration of nursing
faculty and the size of the nursing program. The form of analysis used was Chi-square.
Subquestion 11: Is there a relationship between career aspiration of nursing faculty
and location of the nursing program?
Hypothesis 9: A significant relationship exists between career aspiration of nursing
faculty and the location of the nursing program. The form of analysis used was Chi-square.

Summary
This chapter presented a description of the study’s method, population and sample,
data collection procedures, and instrumentation The chapter concluded with a
presentation of the hypotheses that address the study’s research questions
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CHAPTER 4

RESULTS

This chapter presents the results of the study. It begins with a description of the
faculty, followed by a description of the administrators. It then addresses the hypotheses of
the research, both in narrative and table form.

Description of Faculty
Full-time faculty (#=259) from 47 nursing programs completed the LPI-Observer
(LPI-O) and the investigator-designed Career Aspiration Questionnaire. Table 1 describes
the demographic variables of rank, current position, and experience of the faculty
respondents. The majority of respondents (51.7%, # = 134) held faculty positions with
partial administrative responsibility such as level or clinical coordination. The next largest
percentage of respondents (37.1%, #=96) held faculty positions with no administrative
responsibility. The remaining respondents held positions of chair reporting directly to the
nursing academic administrator or assistant or associate chair/dean.
The largest percentage of faculty (40%, #=104) reported holding the rank of
assistant professor. The greatest percentages of faculty (47.6%, #=123) reported being
employed 10 years or less in academia.
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Table 1
Demographic Variables o f Faculty Position, Rank, & Experience
Demographic Variables

N

%

Current Position
Faculty/No administrative responsibility

96

37.1

134

51.7

Associate chair/dean

8

3.1

Assistant chair/dean

8

3.1

13

5

259

100

50

19.3

Assistant professor

104

40.2

Associate professor

73

28.2

Professor

30

11.6

257

100

1- 5

61

23.6

6 -1 0

62

24

11 - 15

38

14.7

1 6 -2 0

36

14

21 -25

27

10.5

2 6 -3 0

15

5.8

>30

19

7.4

258

100

Faculty/Some administrative responsibility

Chair
Total (valid cases)
Rank
Instructor

Total (valid cases)
Years Employed in Academia

Total
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Table 2 describes educational characteristics of the faculty. The characteristics
include highest degree completed, additional course work completed beyond the highest
degree, and type of course work completed beyond the highest degree.

Table 2
Educational Characteristics o f Faculty
Educational Characteristics

N

%

Highest Degree Completed
Baccalaureate degree in nursing

6

2.3

148

57.4

Non-nursing master’s degree

11

4.2

Nursing doctorate

53

20.5

Non-nursing doctorate

40

15.5

258

100.0

Yes

121

46.9

No

137

53.1

Total (valid cases)

258

100.0

15

11.9

6

4.8

Nursing doctorate

28

22.2

Non-nursing doctorate

31

24.6

Other

46

36.5

126

100.0

Master’s degree in nursing

Total (valid cases)
Additional Course Work Pursued

Area of Additional Course Work
Nursing master’s degree
Non-nursing master’s degree

Total (valid cases)
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The majority of faculty (57.4%, AM 48) reported a master’s degree in nursing as
their highest degree completed. A fifth of the faculty (20.5%, AM 3) held a nursing
doctorat,e and 15.5% (AMO) held a non-nursing doctorate Nearly half of the respondents
(46.9%, AM21) indicated having pursued additional course work beyond their highest
degree completed, including nursing and non-nursing doctoral studies (46.8%, A/M9),
nursing master’s course work (11.9%, A M 5), and post-doctoral studies. Additional areas
of course work included law, computer science, and business. A few faculty reported
continuing education and professional certification as their additional course work. Table 3
shows the type of course work completed by respondents who indicated “other” as being
the course work completed beyond their highest degree.
Table 4 describes faculty aspiration to an administrative position (career aspiration),
and the position ultimately desired by the faculty. The majority of faculty (63.2%, AM 63)
indicated that they would not consider a position with greater administrative
responsibilities. Of the remaining respondents, 18.2% (AM7) indicated that they would
consider a position with greater administrative responsibilities and 18.6% (AM8) were
undecided. Of those faculty who were undecided or would consider a position with greater
administrative responsibilities, 35.5% (AM 8) indicated that they would ultimately pursue a
faculty position with some administrative responsibility such as level or clinical
coordination. Of the remaining respondents, 27.1% (A=29) would pursue a position as an
assistant or associate chair/dean, 18.7% (AMO) would pursue a position of chair reporting
directly to the nursing academic administrator, and 18.7% (AMO) indicated they would
ultimately pursue the position of nursing academic administrator.
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Table 3
Additional Course Work Identified as “Other” Completed by Faculty________ ______
Type of Course Work

N

Administrative courses/MBA

3

Computers/Informatics

6

Education

1

Environmental sciences

1

Faith integration/theology

2

Gerontology

2

Law/legal consulting

2

Master’s in Public Health/Health-care finance emphasis

1

Nurse practitioner/NP certification

7

Post-graduate/post-doctorate studies/fellowship

8

Specialty certification

4
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Table 4
Faculty Career Aspiration to an Administrative Position
Career Aspiration

N

%

Yes

47

18.2

No

163

63.2

48

18.6

258

100.0

Faculty with partial administrative responsibility

38

35.5

Associate chair/dean

20

18.7

Assistant chair/dean

9

8.4

Chair (report directly to nursing academic administrator)

20

18.7

Nursing academic administrator

20

18.7

107

100.0

Consider Increasing Administrative Responsibility

Undecided
Total (valid cases)
Ultimate Position Desired

Total (valid cases)
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Table 5 provides a description of demographic variables of the faculty respondents,
including age, gender, and salary. The faculty ranged in age from less than 30 years to
greater than 55 years. A large majority of the faculty (95%, A=245) were female.

Description of Administrators
Forty-two administrators completed the Leadership Practices Inventory-Self (LPIS) and the investigator-designed Recruitment Questionnaire; one administrator completed
the LPI-S and part of the Recruitment Questionnaire, and one administrator completed
only the LPI-S. Table 6 provides a demographic description of the administrators,
including the variables of age, gender, and salary. The respondents to the Recruitment
Questionnaire ranged in age from 36 to 40 years to greater than 55 years, with 45.2%
(iV=19) being over the age of 55 and 33.3% (N=14) being 51 to 55 years of age. A large
majority (95.2%, A=40) of the respondents were female. The majority of administrators
reported salaries greater than $60,000 (57.1%, 7V=24). A third of the respondents (33.3%,
7V=T4) reported salaries between $50,000 and $59,000, and 9.6% (N=4) reported salaries
between $40,000 and $49,000.
Table 7 describes demographic variables of the administrators, including the number
of years in the current position and in academia. The administrators reported the number
of years in academia ranging from 1 to 5 years to more than 30 years.
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Table 5
Demographic Description o f Faculty
Demographic Variables

N

%

Age
<30 years

3

1.2

30 - 35 years

6

2.3

36-40

21

8.1

41-45

37

14.3

46 -5 0

77

29.8

51-55

52

20.2

>55

62

24.0

258

100.0

13

5.0

Female

245

95.0

Total (valid cases)

258

100.0

$20,000 - 24,999

3

1.2

$25,000 - 29,999

3

1.2

$30,000 - 34,999

12

4.7

$35,000 - 39,999

45

17.7

$40,000 - 44,999

64

25.2

$45,000 - 49,999

35

13.8

$50,000 - 54,999

26

10.2

$55,000 - 59,999

22

8.7

$60,000 - above

44

17.3

254

100.0

Total (valid cases)
Gender
Male

Salary

Total (valid cases)
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Table 6
Demographic Description o f Administrators
Demographic Variables

N

%

Age
36-40

2

4.8

41 -45

1

2.4

46-50

6

14.3

51-55

14

33.3

>55

19

45.2

Total (valid cases)

42

100.0

2

4.8

Female

40

95.2

Total (valid cases)

42

100.0

$40,000 - 44,999

2

4.8

$45,000 - 49,999

2

4.8

$50,000 - 54,999

8

19.0

$55,000 - 59,999

6

14.3

$60,000 - above

24

57.1

Total (valid cases)

42

100.0

Gender
Male

Salary
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Table 7
Demographic Description o f Administrators ’ Years in Current Position and Academia
Demographic Variables

N

%

1 -2

15

35.7

3 -5

11

26.2

6 -9

12

28.6

4

9.5

42

100.0

1 -5

1

2.4

6 - 10

3

7.1

11 - 15

5

11.9

1 6 -2 0

10

23.8

2 1 -2 5

13

31.0

2 6 -3 0

4

9.5

>30

6

14.3

42

100.0

Years in Current Position

10 or more
Total (valid cases)
Years Employed in Academia

Total (valid cases)
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Few of the administrators (9.5% , JV=4) reported 10 years or less in academia,
11.9% (N=5) reported 11 to 15 years, 23.8% (AMO) reported 16 to 20 years, 31 %
(A=l 3) reported 21 to 25 years, 9.5% (A=4) reported 26 to 30 years, and 14.3% (A=6)
reported more than 30 years in academia. The majority of administrators reported 5 years
or less in their current position, with 35.7% (A= 15) indicating 1 to 2 years in the position
and 26.2% (AM 1) indicating three to five years in the position. Those reporting 6 to 9
years in the position accounted for 28.6% (A= 12), and 9.5% (A=4) reported remaining in
the position for ten or more years.
Table 8 describes educational characteristics of the administrators, including highest
degree completed, additional course work completed beyond the highest degree, and type
of additional course work pursued beyond the highest degree. A large majority of the
respondents (90.4%, N=38) hold a doctoral degree, with 45.2% (AM 9) holding a nursing
doctorate and 45.2% (A=19) holding a non-nursing doctorate. A small number of
administrators (9.5%, A=4) reported a master’s degree in nursing as their highest degree.
Several administrators (28.6%, N - 12) indicated having completed additional course work
beyond their highest degree, including non-nursing master’s degrees (AM), nursing
doctoral studies (A=3), and post-doctoral studies. Table 9 indicates the type of course
work completed by respondents who indicated “other” as being the course work completed
beyond their highest degree.
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Table 8
Educational Characteristics o f Administrators
Educational Characteristics

N

%

Highest Degree Completed
Baccalaureate degree in nursing

0

0.0

Master’s degree in nursing

4

9.5

Non-nursing master’s degree

0

0.0

Nursing doctorate

19

45.2

Non-nursing doctorate

19

45.2

Total (valid cases)

42

100.0

Yes

12

28.6

No

30

71.4

Total (valid cases)

42

100.0

Nursing master’s degree

1

8.3

Non-nursing master’s degree

1

8.3

Nursing doctorate

3

25.0

Non-nursing doctorate

0

0.0

Other

7

58.3

42

100.0

Additional Course Work Pursued

Area of Additional Course Work

Total (valid cases)
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Table 9
Additional Course Work Identified as “Other" and Completed by Administrators
Type of Course work

N

Administrative courses

1

Computers/Informatics

1

Continuing education

2

Research

2

Specialty certification

1

Results of Research Questions
Main Research Question: Are there factors that influence nursing faculty to pursue
a career in nursing academic administration?
Subquestion 1: How do nursing academic administrators and their faculty compare
in their perceptions of performance of the exemplary leadership practices measured by the
LPI total score and by specific subscores that relate to the encouragement of others
(Modeling the Way and Enabling Others to Act)?
Null Hypothesis 1: No significant relationship exists between faculty total scores
on the LPI-Observer and the categories defined by LPI-Self total scores.
One-way ANOVA was used to determine the variance of results between the
faculty total scores on the LPI-Observer and the categories defined by LPI-Self Total
scores of the administrators

Table 10 shows the results of the ANOVA
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hypothesis was retained, with F (2, 232) = 2.06, p - . 130. Table 11 presents the N, mean
LPI-Observer total scores, and standard deviations for the three groups identified.

Table 10
ANOVA Table o f LPI-Observer Total Score by LPI-Self Total Score Category
Source
Between Groups

SS

df

MS

2

1928.5119

964.2560

Within Groups

232

108713.3149

468.4919

Total

234

110641.8268

F Ratio
2.0578

F prob.
.130

Table 11
N, Means, and Standard Deviations fo r LPI-Observer Groups
LPI-Observer Category
Group 1 (low)
Group 2 (medium)
Group 3 (high)
Total

Mean

SD

35

223.6

13.6

104

232.1

20.6

96

229.7

24.8

235

229.9

21.7

N

Null Hypothesis 2: No significant relationship exists between faculty Modeling the
Way subscores on the LPI-Observer and the categories defined by LPI-Self Modeling the
Way subscores of the administrators.
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One-way ANOVA was used to determine the variance of results between the
faculty Modeling the Way subscores on the LPI-Observer and the categories defined by
LPI-Self Modeling the Way subscores of the administrators. Table 12 shows the results of
the ANOVA. The null hypothesis was rejected (F 2 232 = 6.43, p = 002). The StudentNewman-Keuls test was run, with significant differences ip < .05) being found between
groups 1 and 2 (low and medium), and between groups land 3 (low and high). Table 13
presents the N, means of the LPI-Observer Modeling the Way subscores, and the standard
deviations of the three groups identified.

Table 12
Analysis o f Variance o f LPI-Observer Modeling the Way Subscore and LPI-Self
Modeling the Way Subscore Category
Source

SS

df

MS

2

177.6134

88.8067

Within Groups

232

3206.4279

13.8208

Total

234

3384.0413

Between Groups

F Ratio
6.4256

**p < .01.
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Table 13
N, Means, and Standard Deviations fo r LPI-Observer Modeling the Way Subscore
Groups
N

Mean

SD

Group 1 (low)

16

44.1

4.8

Group 2 (medium)

88

A ll

3.0

Group 3 (high)

131

46.8

4.0

Total

235

47.0

3.8

LPI-Observer Category

Null Hypothesis 3: No significant relationship exists between faculty Enabling
Others to Act subscores on the LPI-Observer and the categories defined by LPI-Self
Enabling Others to Act subscores.
One-way ANOVA was used to determine the variance of results between the
faculty Enabling Others to Act subscores on the LPI-Observer and the categories defined
by LPI-Self Enabling Others to Act subscores. Table 14 shows the results of the ANOVA
The null hypothesis was rejected, with F i232 = 3.01, p = .05. The Student-Newman-Keuls
test was run, with significant differences (p< .05) found between groups 2 and 3 (medium
and high respectively). Table 15 presents the N, means of the LPI-Observer Enabling
Others to Act subscores, and the standard deviations of the three groups identified.
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Table 14
Analysis o f Variance o f LPI-Observer Enabling Others to Act Subscore by LPI-Self
Enabling Others to Act Subscore Category
Source

df

SS

MS

2

131.2353

65.6177

Within Groups

232

5053.8326

21.7838

Total

234

5185.0679

Between Groups

F Ratio

Fprob.

3.0122

.05*

II

©

*

Table 15
N, Means, and Standard Deviations o f LPI-Observer Enabling Others to Act Groups
LPI-Observer
Enabling Others to
Act Category

N

Mean

SD

Group 1 (low)

10

48.3

2.1

Group 2 (medium)

96

47.9

4.3

Group 3 (high)

129

49.5

5.0

Total

235

48.8

4.7
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Subquestion 2: What factors do nursing academic administrators identify most
frequently as being most important in encouraging their entry into their administrative
careers?
Frequency analysis was performed on the factors to determine which were
identified by nursing academic administrators as being most important in encouraging their
entry into an administrative career. Table 16 provides a summary of the results for
subquestion 2. The majority of the nursing academic administrators ranked their top three
factors, although some of the administrators indicated their top three factors by using
checkmarks rather than the numbers 1 through 3. Table 17 describes the factors identified
as “other” by the administrators.
Two factors, “additional challenge/variety” and “opportunity to influence
organizational climate for change,” were identified by more than half of the administrators
as being among the most important factors in encouraging their entry into an administrative
career. “Additional challenge/variety” was the factor identified most frequently as one of
the three most important factors in encouraging the respondents’ entiy into an
administrative career. A majority (59.1%, N=26) of the administrators identified this
factor as one of their three choices. A majority (54 .5%, N=24) of the administrators
identified “opportunity to influence organizational climate for change” among their three
most important factors, with 35.7% (iV=15) of all the administrators completing the
questionnaire identifying it as the number-one factor in encouraging their career choice.
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Table 16
Factors Identified by Administrators as M ost Important in Encouraging Entry into
Administration

Factors Encouraging Entry into
Administration
Additional challenge/variety of work

Opportunity to influence organizational
climate for change

Opportunity to facilitate faculty growth and
development

Mix of administration with teaching

Opportunity to maintain and provide control
within department

Rank

Frequency

1

8

2

12

3

5

NR*

1

1

15

2
>■*

4

3

4

NR

1

1

5

2

10

3

3

NR

1

1

4

2

6

3

4

NR

2

1

2

2

I1

3

5

NR

2

Overall % (N)

A
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59.1 (26)

54.5 (24)

43.2 (19)

36.4(16)

22.7(10)
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Table 16—Continued.
Factors Encouraging Entry into
Administration
Interaction with faculty/administrators
outside the department

Interaction with students

Other 1

Interaction with faculty within the
department

Salary

Other 2

Rank

Frequency

1

1

2

0

3

8

NR

0

1

0

2

0

3

6

NR

1

1

1

2

1

3

2

NR

0

1

1

2

2

3

1

NR

0

1

0

2

3

3

0

NR

0

1

0

2

0

3

1

NR

0

Overall % (JV)

*NR = “not ranked.”
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15.9(7)

13.6 (6)

9.0 (4)

6.8 (3)

2.3(1)
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Table 17
Factors Identified by Administrators as “Other ”in Encouraging Their Entry into
Administration

Factor

N

Program development

1

Influence & relationships of department to academic world and outside agencies

1

Need for an administrator who loved nursing

1

Opportunity to influence change within the department

1

Opportunity to create a new model for education

1

I was the best qualified person to step in as acting chair when a resignation
occurred in August and I was on faculty

1

Two factors, “opportunity to facilitate faculty growth and development” and “mix
of administration with teaching,” were identified by more than a third of the administrators
as being among the most important factors in encouraging their entry into an administrative
career. Forty-three percent (N= 19) identified “opportunity to facilitate faculty growth and
development” as one o f their top three factors, and 36 .4% (77=16) ranked “mix of
administration with teaching” in their top three.
Of the factors specifically identified on the tools (not “other”), the factor mentioned
least frequently by the administrators was “salary.” Only 6.8% (N=3) identified it among
their top three factors, with none ranking it as most important.
The focus group was asked to identify the factors they thought would be most
frequently identified by administrators. They indicated that “opportunity to influence
organizational

climate for change,” “opportunity to maintain and provide control within the

department,” “opportunity to facilitate faculty growth and development,” and “additional
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challenge/variety of work” as being the most likely factors to have been identified by
administrators. The focus group said they did not believe that “salary” would be listed
among the top three factors identified by administrators as encouraging them to enter
administration. With regard to salary, one group member said, “Oh, that is a big one,” and
laughed along with the rest of the group.
One group member commented that the factors that would be most likely to have
encouraged an individual to enter an administrative career would “depend on the person
and what type of circumstances one is in when placed in the position.”
The focus group’s responses corroborated the study findings. Once the focus
group was told what the study results were, they indicated that “the results were not
surprising.”
Subquestion 3: What factors do nursing academic administrators identify most
frequently as being most likely to discourage their consideration of another administrative
position?
Frequency analysis was performed on the factors to determine which were
identified by nursing academic administrators as being most likely to discourage their
consideration of another administrative position. Table 18 provides a summary of the
results for subquestion 3. Table 19 provides a summary of the factors identified as “other”
by the administrators.
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Table 18
Factors Identified by Administrators as M ost Likely to Discourage Their Pursuit o f
Another Administrative Position

Factors Discouraging Pursuit of Another
Administrative Position
Workload

Budgetary constraints

Conflict with faculty within department

Conflict with administration

University/college constraints

Rank

Frequency

1

13

2

6

3

3

NR*

1

1

3

2

9

3

7

NR

0

1

6

2

5

3

7

NR

0

1

8

2

4

3

4

NR

0

1

3

2

6

3

2

NR

0

Overall% (N)

52.3 (23)

43.2(19)

40.9(18)

36.4 (16)

25.0(11)
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Table 18—Continued.
Factors Discouraging Pursuit of
Another Administrative Position
Organizational structure

Hours

Lack of flexibility

Paperwork

Salary

Rank

Frequency

1

4

2

0

3

4

NR

0

1

0

2

2

3

4

NR

0

1

2

2

3

3

1

NR

0

1

1

2

1

3

2

NR

1

1

0

2

0

3

4

NR

1

Overall % (N)

18.2(8)

13.6 (6)

13.6(6)

11.4 (5)

11.4 (5)
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Table 18—Continued.
Factors Discouraging Pursuit of
Another Administrative Position
Conflict with students

Other 1

Conflict with faculty outside department

Other 2

Rank

Frequency

1

0

2

4

3

0

NR

0

1

0

2

1

3

2

NR

0

1

1

2

0

3

0

NR

0

1

0

2

0

3

0

NR

0

Overall % (N)

9.1(4)

6.8 (3)

2.3(1)

0

*NR = “not ranked.”
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Table 19
Factors Identified by Administrators as “Other ’’ in Being M ost Likely to Discourage
Their Pursuit o f Another Administrative Position

Factor

N

Lack of support for change

1

Faculty shortage-long term

1

“Workload” was the factor identified most frequently by administrators as being
most likely to discourage their consideration of another administrative position. A majority
(52.3%, N - 23) identified it among their three most important factors. Nearly a third of all
the administrators (31.0%, AM 3) listed it as being the most important of the factors in
discouraging them from considering another administrative position.
The next most frequently mentioned factor was “Budgetary constraints,” with
43.2% (AM 9) of the administrators citing it among their list of most important factors. A
related factor, “College/university constraints,” was listed among the top three factors by
25.0% (AMI).
Two factors related to conflict were identified as important by more than 35% of
the administrators. “Conflict with faculty” was listed among the top three by 40.9%
(AM 8) of the administrators, and “conflict with administration” was listed among the top
three by 36.4% (AM 6).
No other factor was cited by more than 20% of the respondents.
The focus group was asked to identify the factors they thought would be most
likely mentioned by administrators as discouraging them from considering another position
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in administration. They said that they believed any of the conflict issues would be
problematic, as “conflict would absolutely wear you down.” They particularly emphasized
“conflict with administrators” and “conflict with faculty within the department,” although
they indicated that intradepartmental faculty conflict was not a major issue for their
department. They acknowledged being aware that intradepartmental faculty conflict “is a
big thing elsewhere.” Other areas identified by the focus group as being most likely to be
identified by the administrators were “workload,” “budgetary constraints,” and “lack of
flexibility in schedule.”
The focus group’s responses corroborated the findings of the study. When the
study’s results were shared with the focus group, they stated that the findings were “not a
surprise.”
Subquestion 4: What factors do nursing faculty identify most frequently as being
most likely to encourage their consideration of a position with greater administrative
responsibility?
Frequency analysis was performed on the factors to determine which were
identified by nursing faculty as being most likely to encourage their consideration of a
position with greater administrative responsibility. Table 20 provides a summary of the
results for subquestion 4. Table 21 provides a summary of factors identified as “other” by
the faculty.
“Opportunity to influence organizational climate for change” was the factor most
frequently identified by faculty respondents as encouraging them to consider an
administrative position. A majority of the faculty (56.0%, #=145) included it among their
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Table 20
Factors Identified by Faculty as Being Most Likely to Encourage Their Consideration o f a
Position With Greater Administrative Responsibility
Factors Encouraging Consideration of a Position
with Greater Administrative Responsibility
Opportunity to influence organizational climate
for change

Opportunity to facilitate faculty' growth and
development

Salary

Additional challenge/variety of work

Mix of administration with teaching

Rank

Frequency

Overall% (N)

1

74

2

40

3

24

NR*

7

1

30

2

48

3

38

NR

6

1

35

2

37

3

42

NR

5

1

38

2

33

3

32

NR

7

1

24

2

29

3

35

NR

9
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56.0(145)

47.1 (122)

45.9(119)

42.5 (110)

37.4 (97)
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Table 20—Continued.
Factors Encouraging Consideration of a
Position with Greater Administrative
Responsibility
Opportunity to maintain and provide control
within the department

Interaction with faculty within the
department

Rank

Frequency

Overall % (.N)

1

14

2

11

3

10

NR

2

1

7

2

16

3

10

NR

3

14.3 (37)

13.9(36)

1
Interaction with faculty/administrators
outside the department

Interaction with students

Other 1

Other 2

2

9

3

23

NR

3

1

8

2

8

3

11

NR

3

1

5

2

1

3

5

NR

2

1

1

11.6(30)

5.0(13)

0.08 (2)

2
3

13.5 (35)

1

*NR = “not ranked.”
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Table 21
Themes and Factors Identified by Faculty as “Other ” in Being Most Likely to Encourage
Their Consideration o f a Position With Greater Administrative Responsibility

Themes and Factors

N

No desire/nothing/not interested

7

Personal growth and development/leadership development

3

Opportunity to increase the quality and quantity of research production by faculty

1

members. This is important because research transforms practice and the
profession.
Opportunity to facilitate departmental climate for change

1

A calling—God’s guidance to do so

1
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most important factors. It was also the factor most frequently identified as being the most
important, with 28.6% (.N -14) of the total faculty respondents identifying it as the most
important factor for them. Factors identified by 35% or more of faculty among the most
important encouraging factors to enter administration included “opportunity to facilitate
faculty growth and development,” “salary,” “additional challenge/variety of work,”
“opportunity to influence organizational climate for change,” and “mix of administration
with teaching.” “Opportunity to facilitate faculty growth and development”
was ranked among the top three factors by 47.1% (7V=122) of the faculty. “Salary” was
listed as the top three factors by 45.9% (N= 119) of the faculty. “Additional
challenge/variety of work” was identified as one of the three most important factors by
42.5% (N -110) of the faculty. “Mix of administration with teaching” was ranked in the top
three selections of 37.4% (7V=97) of the faculty.
No other factor was mentioned by more than 15% of the faculty.
The focus group was asked to identify the factors they thought would be most
frequently identified by faculty as being likely to encourage consideration of a position with
greater administrative responsibility. They indicated that “opportunity to influence
organizational climate for change,” “opportunity to maintain and provide control within the
department,” “opportunity to facilitate faculty growth and development,” and “additional
challenge/variety of work” as being the most likely factors to have been identified by
faculty. The focus group said they did not believe that “salary” would be listed among the
top three factors identified by faculty.
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One group member commented, “If nothing interests you about administration, it is
really hard to say what would encourage you to consider it.”
Once the focus group was told what the study results were, the group members
indicated that they were not surprised by the results, with the exception of “salary.” The
focus group indicated that “salary” being the third most frequently identified encouraging
factor for faculty was “a big surprise.” Group members commented, “Administrators must
make more elsewhere than they do here for anybody to think salary was a reason to make
the move,” and “Faculty must think their bosses make more than they actually do.”
Subquestion 5: What factors do nursing faculty identify most frequently as being
most likely to discourage their consideration of a position with greater administrative
responsibility?
Frequency analysis was performed on the factors to determine which were
identified by nursing faculty as being most likely to discourage their consideration of a
position with greater administrative responsibility. Table 22 provides a summary of the
results for subquestion 5. Table 23 provides a summary of factors identified as “other” by
the faculty.
“Workload” was the factor identified most frequently by faculty as being most likely
to discourage their consideration of position with greater administrative responsibility.
Nearly half of the faculty (49.4%, 7V=T28) identified it among their three most important
factors. Nearly a fifth (18 .1%, A=47) of all the faculty listed it as being the most important
of the factors in discouraging them from considering a move into a position with greater
administrative responsibility.
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Table 22
Factors Identified by Faculty as Likely to Discourage Their Consideration o f a Position
With Greater Administrative Responsibility

Factors Discouraging Entry

Rank

Frequency

Overall% (N)

into Administration

Workload

Conflict with faculty within the
department.

Conflict with administrators

Lack o f flexibility in schedule

Budgetary constraints

1

47

2

39

3

34

NR*

8

1

57

2

31

3

27

NR

7

1

30

2

32

3

22

NR

6

1

27

2

23

3

18

NR

6

1

13

2

23

3

26

NR

5
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49.4 (128)

47.1 (122)

34.8 (90)

28.6 (74)

25.9 (67)
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Table 22—Continued.

Factors Discouraging Entry

Rank

Frequency

Overall % (N)

into Administration

University/college constraints

Hours

Paperwork

Salary

Organizational structure

1

10

2

14

3

12

NR

1

1

12

2

16

3

23

NR

4

1

11

2

21

3

15

NR

5

1

9

2

12

3

23

NR

2

1

6

2

13

3

8

NR

5
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25.9 (67)

21.2(55)

20.1 (52)

17.8 (46)

12.4 (32)
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Table 22—Continued

Factors Discouraging Entry

Rank

Frequency

Overall % (N)

into Administration

Other 1

Conflict with students

1

8

2

2

3

7

NR

3

1

1

2

7

3

7

7.7 (20)

6.9(18)

NR

Conflict with faculty outside the
department

Other 2

1

1

2

3

3

10

NR

1

1

1
0.08 (2)

2
3

5.8(15)

1

NR

*NR = “not ranked.”
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Table 23
Factors Identified by Faculty as “Other” in Being Most Likely to Discourage Their
Consideration o f a Position With Greater Administrative Responsibility

Factor

N

Issues related to administrators and faculty

4

Decreased teaching or clinical

3

12 month/summer

2

“Conflict with faculty within the department” was cited by among the top three
discouraging factors by 47.1% (7V=T22) of the faculty. Nearly a quarter of all faculty
respondents (22%, N= 57) cited it as their most important discouraging factor.
Two factors, “conflict with administration” and “lack of flexibility in schedule,”
were identified by more than 26% of the faculty as being important discouraging factors.
“Conflict with administration” was identified as one of the most important discouraging
factors by 34.8% (JV=90) o f the faculty. “Lack of flexibility in schedule” was cited by
28.6% (jV==74) of the faculty.
Four factors, “budgetary constraints,” “university/college constraints,” “hours,” and
“paperwork,” were cited by at least 20% of the faculty respondents. “Budgetary
constraints” and “university/college constraints” were cited by 25.9% (jV=67) of the
faculty, “hours” was cited by 21.2% (N= 55) of the faculty, and “paperwork” was cited by
20.1% (N=52).
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The focus group was asked to identify the factors they thought would be most
likely mentioned by faculty as discouraging them from considering pursuit of a position
with greater administrative responsibility. They reiterated their belief that conflict issues
would be most problematic, as “conflict would absolutely wear you down” Once again,
they particularly emphasized “conflict with administrators” and “conflict with faculty within
the department.” The focus group indicated that they would relate “organizational
structure” with “conflict with administrators, ” as they believed the way the organization
was set up would contribute to communication patterns between university/college
administrators and nursing academic administrators. One member of the focus group said,
“We are truly blessed in this department, because we just don’t have the faculty conflict
issues that occur elsewhere.” The group indicated being aware of significant
intradepartmental faculty conflict elsewhere, with some faculty being described as “toxic.”
One group member said, “It can actually be entertaining to watch, but it wears people
down.” Another group member said, “It might be entertaining, but it would not be an
environment many people would want.”
Other areas identified by the focus group as being most likely to be identified by the
administrators were “workload,” “budgetary constraints,” and “lack of flexibility in
schedule.” With regard to “lack of flexibility in schedule,” one group member commented
that “the difference from a faculty position and an administrative position would play a big
role in that, with administrative positions requiring more weeks or months on campus.”
Once the results of the study were provided to the focus group, they said that they
were not surprised by the findings.
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Subquestion 6: Is there a relationship between the LPI-Self total level to which
faculty are connected and their career aspiration toward a position with greater
administrative responsibilities?
Null Hypothesis 4: No significant relationship exists between the LPI-Self total
level to which faculty are connected and their career aspiration toward a position with
greater administrative responsibilities.
Chi-square analysis was utilized to determine the relationship between the LPI-Self
total category to which faculty are connected and their career aspiration toward a position
with greater administrative responsibilities. Chi-square analysis was performed between the
LPI-Self total category and faculty career aspiration. Table 24 shows the result of this
analysis. The null hypothesis was retained. Although not significant, a larger percentage of
faculty associated with high scores on LPI-Self total indicated a willingess to pursue a
position with greater administrative responsibility than those who were in the low or
medium categories (x2 = 4.12, d f = 4, p = .389).
Subquestion 7: Is there a relationship between career aspiration of nursing faculty
and current position held by the nursing faculty?
Null Hypothesis 5: No significant relationship exists between career aspiration of
nursing faculty and current position held by the nursing faculty.
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Table 24
Relationship Between Career Aspiration and LPI-Self Total Category
LPI-Self

Career

Category

Aspiration?

Low

Medium

High

Column total

Row Total

Yes

No

Undecided

N

N

N

(Column %)

(Column %)

(Column %)

5

20

10

(12.5)

(13.3)

(22.7)

17

72

15

(42.5)

(48.0)

(34.1)

18

58

19

(45.0)

(38.7)

(43.2)

40

150

44

35

104

95

234

Table 25 provides a summary of the results for subquestion 7. The null hypothesis
was retained. Chi-square analysis was performed between faculty career aspiration and
current position held by the nursing faculty (x2 = 4.461, d f - 8,p = .813). No faculty
position was found to be more likely to be held by those having career aspirations toward
greater administrative responsibility than by those who were undecided or had no such
aspiration.
Subquestion 8: Is there a relationship between career aspiration of nursing faculty
and highest level of education completed by nursing faculty?
Null Hypothesis 6: No significant relationship exists between career aspiration of
nursing faculty and the highest level of education completed by nursing faculty.
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Table 25
Relationship Between Career Aspiration and Current Position

Current

Career

Position

Aspiration?

Row Total

Yes

No

Undecided

N

N

N

(Column %)

(Column %)

(Column %)

15

57

14

(37.5)

(38.0)

(31.8)

Faculty/Partial

20

81

24

administrative

(50.0)

(64.8)

(54.5)

Associate

1

3

3

chair/dean

(2.5)

(2.0)

(6.8)

Assisstant

1

4

1

chair/dean

(2.5)

(2.7)

(2.3)

3

5

2

(7.5)

(3.3)

(4.5)

40

150

44

Faculty/No
administrative

86

responsibility
125

responsibility

Chair

Column Total
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7

6

10

234

Table 26 provides a summary of the results for subquestion 8. The null hypothesis
was retained. Chi-square analysis was performed between faculty career aspiration and
highest level of education obtained (x2 —9.06, df= 8, p = .337). No faculty position was
found to be more likely to be held by those having career aspirations toward higher
administrative responsibility than by those who were undecided or had no such aspiration.

Table 26
Relationship Between Career Aspiration and Level o f Education
Career
Aspiration?

Level of
Education

Row Total

Yes
N
(Column %)

No
N
(Column %)

Undecided
N
(Column %)

BSN

1
(2.5)

2
(1.3)

1
(2.5)

4

MSN

23
(57.8)

92
(61.3)

18
(40.9)

133

Non-nursing
MS

1
(2.5)

8
(3.4)

2
(4.5)

11

Nursing
doctorate

9
(22.5)

24
(10.3)

15
(34.1)

48

Non-nursing
doctorate

6
(15.0)

24
(10.3)

8
(3.4)

38

Column total

40

150

44

234

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

91

Subquestion 9: Is there a relationship between career aspiration of nursing faculty
and pursuit of additional course work beyond highest degree?
Null Hypothesis 7: No significant relationship exists between career aspiration of
nursing faculty and pursuit of additional course work beyond highest degree.
Table 27 provides a summary of the results for subquestion 9. The null hypothesis
was rejected Of 234 respondents, 106 (45.3%) indicated having pursued additional course
work beyond their highest degree obtained. Of faculty pursuing additional course work
beyond their highest degree, 24.5% (.N=26) of these faculty indicated that they would
consider a position with greater administrative responsibility, and 15 .1% (iV=16) indicated
that they were undecided. Of the 128 (54.7%) faculty indicating that they had not pursued
additional course work beyond their highest degree obtained, 10.9% (7V=14) of these
faculty indicated that they would consider a position with greater administrative
responsibility, and 21.9% (N=28) indicated that they were undecided. Chi-square analysis
was performed between faculty career aspiration and pursuit of additional course work
beyond the highest degree obtained (x2 = 8.52, d f = 2, p = .014). .
Subquestion 10. Is there a relationship between career aspiration of nursing faculty
and size of the nursing program?
Null Hypothesis 8: No significant relationship exists between career aspiration of
nursing faculty and the size of the nursing program.
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Table 28 provides a summary of results for subquestion 10. The null hypothesis
was retained. Chi-square analysis was performed between faculty career aspiration and
program size (x2 = 3 .4, d f - 4, p = .492). No program size was more likely than another to
be connected with faculty aspiration to increasing administrative responsibility.

Table 27
Relationship Between Career Aspiration and Completion o f Additional Course Work
Additional
Course work

Career
Aspiration?

Row Total

Yes
N
(Column %)

No
N
(Column %)

Undecided
N
(Column %)

Yes

26
(65.0)

64
(42.7)

16
(36.4)

106

No

14
(35.0)

86
(57.3)

28
(63.6)

128

40

150

44

234

Column Total
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Table 28
Relationship Between Career Aspiration and Size o f Program
Career
Aspiration?

Size of
program

Row Total

Yes
N
(Column %)

No
N
(Column %)

Undecided
N
(Column %)

<50

2
(5.1)

8
(5.3)

3
(6.8)

13

5 1 -9 9

8
(20.5)

30
(20.0)

6
(13.6)

44

100 - 199

11
(28.2)

56
(37.3)

10
(22.7)

77

200 - 299

8
(20:5)

34
(22.7)

13
(29.5)

55

300 - 399

7
(17.9)

13
(8.7)

7
(15.9)

27

400 - 499

2
(5.1)

8
(5.3)

4
(9.1)

14

500 or more

1
(2.6)

1
(0.7)

1
(2.3)

3

Column Total

39

150

44

233

Subquestion 11: Is there a relationship between career aspiration of nursing faculty
and location of the nursing program?
Null Hypothesis 9: No significant relationship exists between career aspiration of
nursing faculty and the location of the nursing program.
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Table 29 provides a summary of results for subquestion 11. The null hypothesis
was retained. Chi-square analysis was performed between faculty career aspiration and
program location (%2 - 9.657, df= 12, p = .646) . No program location was found to be
more likely than another to be connected with faculty aspiration to increasing
administrative responsibility.

Table 29
Relationship Between Career Aspiration and Location o f Program
Location of
program

Career
Aspiration?

Row Total

Yes
N
(Column %)

No
N
(Column %)

Undecided
N
(Column %)

Urban

20
(50.0)

68
(45.3)

19
(43.2)

107

Suburban

8
(20.0)

34
(22.7)

15
(34.1)

57

Small
town/rural

12
(30.0)

48
(32.0)

10
(22.7)

70

40

150

44

234

Column total
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CHAPTER 5

DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS

This chapter includes a discussion of the study and its results, conclusions drawn
from the results, and recommendations for practice and future study.

Introduction to the Problem
Each professional nursing program in the United States of America is required to
have a nursing academic administrator. The nursing academic administrator represents a
crucial link in the preparation of nurses who will be able to meet the demands of the health
care system of the 21st century Nursing leaders must possess a variety of leadership
competencies, including consensus building, risk taking, and interactive empowerment.
Additionally, nurse leaders must create shared vision, inspire others to embrace it, and
empower others to achieve it. To meet these leadership challenges, qualified candidates
who are interested in top nursing academic administrative positions are essential. Despite
the critical need, these candidates are in short supply. This shortage must be addressed,
and to do so, it is essential to study how to recruit more qualified individuals into academic
administration.
95
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Review of the Literature
The review of literature for this study included exploration of a variety of areas
potentially relevant to the recruitment of nursing academic administrators. The areas
included the role of the nursing academic administrator; career development; leadership
competencies and development; and recruitment, retention, and success of the nursing
academic administrator. Sources for the review included nursing, education, business, and
leadership literature.
Leadership competencies are currently under study within the worlds of health care,
academia, and business. In looking toward future needs of health care and health care
educators, nursing leaders will be expected to exhibit greater focus on empowerment,
consensus building, and risk taking (Starck et al., 1999). These expectations are consistent
with those described in the world of education (Seagren, 1993) and in the realm of
leadership development (Kouzes & Posner, 1995).
Minimal literature was found to address the issues of recruitment, retention, and
success of nursing academic administrators. Two of the most recent studies (Larson, 1994;
Princeton & Gaspar, 1991) found that few first-line nursing administrators or “middle
managers” were interested in pursuing higher level positions. Since few nursing academic
administrators would achieve such positions without first gaining experience as first-line
administrators, this lack of career aspiration from a likely pool of candidates is of concern
In a recent review of 4,717 health-care literature citations related to leadership,
Vance and Larson (2002) found only 155 (3.3%) to be reports of original research.
Several studies have described leadership behaviors and styles of nursing academic
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administrators; however, no literature linking leadership practices of the academic
administrator with the career aspirations of faculty toward administrative positions has yet
been located.

Summary of Study
This study explored factors related to the recruitment of nursing academic
administrators, including leadership practices of current administrators, career aspirations
of potential administrators, and the perceptions of both groups toward a career in academic
administration. The study involved distribution of tools to nursing academic administrators
and full-time faculty of a regional cross-section of 54 NLNAC- or CCNE-accredited
nursing programs in private colleges and universities in the United States. The nursing
academic administrators received the LPI-Self and the Recruitment Questionnaire. A
minimum of five full-time faculty per nursing program received the LPI-Observer and the
Career Aspiration Questionnaire. Of the sets of tools sent to nursing programs, 43 sets
were completed with both faculty and administrator responses, for a response rate of
79.6%. An additional 4 sets were partially completed with sufficient data to be usable,
bringing the total response rate to 87% (A=47/54).

Results and Discussion
The main research question of the study was: Are there factors that influence
nursing faculty to pursue a career in nursing academic administration? A total of 11
subquestions with nine hypotheses was formed to address the main research question.
Each of the subquestions and hypotheses will be addressed in this section.
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Subquestion 1: How do nursing academic administrators and their faculty compare
in their perceptions of performance of the exemplary leadership practices measured by the
LPI Total score and by specific subscores that relate to the encouragement of others
(Modeling the Way and Enabling Others to Act)? The null hypothesis was rejected in two
of the three hypotheses for this subquestion.
One-way ANOVA was performed on the LPI-Observer Modeling the Way
subscore by the LPI-Self Modeling the Way subscore categories of high, medium, and low.
Significant differences (p=. 0019) were found in the ANOVA, and a Student-NewmanKeuls test was then performed. Significant differences (p<.05) were found between the
high LPI-Self Modeling the Way subscore category (Group 3) and the low LPI-Self
Modeling the Way subscore category (Group 1), and between the medium LPI-Self
Modeling the Way subscore category (Group 2) and the low LPI-Self Modeling the Way
subscore category (Group 1). The mean LPI-Observer Modeling the Way subscores for
Groups 2 and 3 were higher than the mean LPI-Observer Modeling the Way sub score for
Group 1. These findings suggest that the administrators’ leadership practice related to
Modeling the Way was visible to their faculty. This transparency is desirable, as it
demonstrates that administrators who perceive themselves as having higher performance in
Modeling the Way behaviors are similarly perceived by the faculty.
One-way ANOVA was performed on the LPI-Observer Enabling Others to Act
subscore by the LPI-Self Enabling Others to Act sub score categories of high, medium, and
low. Significant differences (p=.05) were found in the ANOVA, and a Student-NewmanKeuls test was then performed. Significant difference (/?<05) was found between the high
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LPI-Self Enabling Others to Act subscore category (Group 3) and the medium LPI-Self
Enabling Others to Act subscore category (Group 2). The mean LPI-Observer Enabling
Others to Act subscore for Group 3 was higher than the mean LPI-Observer Enabling
Others to Act subscore for both Groups 1 and 2, although only the difference between
Group 3 and Group 2 was statistically significant. These findings suggest that the
administrators’ leadership practice related to Enabling Others to Act was visible to their
faculty. This transparency is desirable, as it demonstrates that administrators who perceive
themselves as having higher performance in Enabling Others to Act behaviors are similarly
perceived by the faculty.
The null hypothesis was retained for the analysis of variance of LPI-Observer scores
by LPI-Self categories No significant differences were found among the three groups of
high, medium, and low LPI-Self total score categories.
Subquestion 2: What factors do nursing academic administrators identify most
frequently as being most important in encouraging their entry into their administrative
careers? The factors most frequently identified by administrators as being most important
in encouraging their entry into administration were “additional challenge and variety”
(59.1%, N=26), “opportunity to influence organizational climate for change” (54.5%,
N - 24), “opportunity to facilitate faculty growth and development” (43 .2%, N - 19), and
“opportunity to mix administration with teaching” (36.4%, N= 16). No other factor was
mentioned by 25% or more of the respondents.
The frequent mention of “opportunity to influence organizational climate for
change” is consistent with Gaspar’s findings in a 1990 study of first-line nursing
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administrators, in which 32 first-line administrators were asked to describe the one
component of their administrative position that gave them the most job satisfaction (1990,
p. 117). Themes were identified from their responses, and 39% of the first-line
administrators described the “ability to influence the organizational climate for change” as
giving them the most satisfaction.
The frequent mention of “additional challenge/variety” differs from Gaspar’s, as
only 3% of Gaspar’s subjects described “challenge of the job” and 1% of Gaspar’s subjects
described “variety of work in the position” as other aspects of the postion giving them job
satisfaction (p. 118). It is important to remember, however, that the study questions were
somewhat different, with Gaspar’s emphasis on job satisfaction, and this study’s emphasis
being on recruitment.
“Salary” was identified among the top three factors by only 5% of the
administrators, with none ranking it as most important. One administrator added the
written comment, “You are kidding,” with regard to salary being a potential encouraging
factor.
The focus group utilized for this study indicated that they were not surprised at the
frequency with which the encouraging factors were identified by administrators. The focus
group echoed the comment of the administrator who disparaged the possibility of salary as
an encouraging factor.
Subquestion 3: What factors do nursing academic administrators identify most
frequently as being most likely to discourage their consideration of another administrative
position? The factors most frequently identified by administrators as being most likely to
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discourage their consideration of another administrative position were “workload” (52.3%,
#=23), “budgetary constraints” (43.2%, # = 19), “conflict with faculty” (40.9%, #=18),
“conflict with administration” (36.4%, #=16), and “university/college constraints” (25%,
#=1 1). With regard to “workload,” nearly a third of the administrators (31%, #=13)
indicated it was the most important of the factors in discouraging them from consideration
of another administrative position. No other factor was mentioned by 20% or more of the
respondents.
The frequency with which conflict was mentioned is consistent with Gaspar’s
findings (1990), in which 37% of 32 first-line administrators described conflict as “the one
component of [the] first-line administrative position that gives [them] the least job
satisfaction” (p. 117). Unlike Gaspar’s study, however, conflict was not the discouraging
factor identified most frequently by the administrators in this current study. Instead,
“workload” was the most frequently identified discouraging factor, which differs from
Gaspar’s findings since the overall category of “workload” was not described as a theme by
Gaspar (1990).
The focus group for this study indicated that they were not surprised at the
frequency with which the discouraging factors were identified by the administrators. The
group felt strongly that conflict issues would rank high, particularly those involving
adminstration and faculty within the department. The group agreed that “conflict would
absolutely wear you down.”
Subquestion 4. What factors do nursing faculty identify most frequently as being
most likely to encourage their consideration of a position with greater administrative
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responsibility? The factors mentioned most frequently by faculty as encouraging them to
enter an administrative career were “opportunity to influence organizational climate for
change” (56%, JV=145), “opportunity to facilitate faculty growth and development”
(47.1%, 7V=T22), “salary” (45.9%, N= 119), “additional challenge/variety” (42.5%,
N - 110), and “opportunity to mix administration with teaching” (37.4%, N=91). With the
exception of “salary,” these same factors were also identified most frequently by
administrators as being most important in encouraging their entry into administration. The
results noted for subquestion 4 can therefore be compared with Gaspar’s study findings
(1990) in a similar fashion as the results for subquestion 2. No other factor was identified
by 15% or more of the respondents
In light of the positive nature of the question in which faculty were asked to identify
factors that would encourage them to consider a position with greater administrative
responsibility, it is of note that 2.7% (N=7) actually responded that “nothing” would
encourage them to do so. This response was consistent with the comment of a focus group
member, who stated, “If nothing interests you about administration, it is really hard to say
what would encourage you to consider it.”
The focus group indicated surprise that “salary” was the third most frequently
identified encouraging factor for faculty. An interesting comment from the focus group
was that “faculty must think their bosses make more than they actually do.”
Subquestion 5: What factors do nursing faculty identify most frequently as being
most likely to discourage their consideration of a position with greater administrative
responsibility? The factors most frequently identified by faculty as being most likely to
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discourage their consideration of a position with greater administrative responsibility were
“workload” (49.4%, iV-128), “conflict with faculty within the department” (47.1%,
JV=T22), and “conflict with administration” (34.8%, N=90). Several other factors were
identified by more than 20% of the respondents. These factors were “lack of flexibility in
schedule” (28.6%, N=74), “budget constraints” (25.9%, N=67), “university/college
constraints” (25.9%, A=67), “hours” (21.2%, N= 55), and “paperwork” (20.1%, N=52).
No other factor was mentioned by 20% or more of the respondents.
Subquestion 6: Is there a relationship between the LPI-Self level to which faculty
are connected and their career aspiration toward a position with greater administrative
responsibility? This study found no significant relationship between faculty career
aspiration and the LPI-Self category. Although not significant, a larger percentage of
faculty associated with high scores on LPI-Self total scores and LPI-Self subscores
indicated a willingness to pursue a position with greater administrative responsibility than
those who were in the low or medium categories. The hypothesis was not supported.
Subquestion 7: Is there a relationship between career aspiration of nursing faculty
and current position held by the nursing faculty? No faculty position was found to be more
likely to be held by those having career aspirations toward higher administrative
responsibility than by those who were undecided or had no such aspiration. The hypothesis
was not supported.
Subquestion 8: Is there a relationship between career aspiration of nursing faculty
and highest level of education completed by nursing faculty? Faculty aspiring to a position
with greater administrative responsibility were not found to be more likely to hold a
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particular degree than those who were undecided or had no such aspiration. The
hypothesis was not supported.
Subquestion 9: Is there a relationship between career aspiration of nursing faculty
and pursuit of additional course work beyond highest degree? This study found that of
those faculty who pursued additional course work beyond their highest degree, 24.5%
(N=26) were more likely to consider a position with greater administrative responsibility
This percentage was higher than would be expected by chance. The hypothesis was
supported.
Subquestion 10: Is there a relationship between career aspiration of nursing faculty
and size of the nursing program? The study found that no program size was more likely
than another to be connected with faculty aspiration to increasing administrative
responsibility. The hypothesis was not supported. A matter for consideration is that
faculty from the same program did not necessarily select the same program size category,
which could have confounded the data. This inconsistency may have been due to faculty
not being fully aware of the exact program size. Some of the schools of nursing were also
large enough to offer more than one nursing degree, and, therefore, had more than one
degree program. Faculty respondents may have been referring to any or all of the
programs offered under the auspices of their school, college, or department of nursing.
Subquestion 11: Is there a relationship between career aspiration of nursing faculty
and location of the nursing program? No program location was found to be more likely
than another to be connected with faculty aspiration to increasing administrative
responsibility. The hypothesis was not supported A matter for consideration is that
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faculty from the same program did not necessarily select the same program location
category, which could have confounded the data. This inconsistency may have been due to
differences in faculty perception in the program location. This could have been true
particularly for urban and suburban programs, since a number of schools classified as urban
according to Undergraduate Guide: Two-Year Colleges 2002 (2001) and Undergraduate
Guide: Four-Year Colleges 2002 (2001) might easily be classified as suburban by faculty
because their locations were at the outskirts of a city limit rather than in a downtown area.

Implications for Practice
The finding that 63% (A^—161) of the faculty respondents would not consider
moving to a position with greater administrative responsibility is consistent with the
findings of previous studies (Gaspar, 1990, Hall et al., 1981; Larson, 1994). In both
Larson’s study (1994) and Gaspar’s study (1990), the majority of first-line administrators
and middle managers expressed no interest in pursuing a higher administrative position.
In the current study, only 18% (7V=47) of the faculty respondents indicated that they
would consider increasing their administrative responsibility. Of faculty who either aspired
to greater administrative responsbility or were undecided, only 19% (N=20) indicated they
would ultimately desire a position as nursing academic administrator. These findings
provide support for the concern underlying the problem statement of the current study.
The dean of a nursing program in one private, church-related university once asked, “Who
is going to replace me when I retire?” Based on the findings of the current study, her
concern is well-founded.
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“Workload” was identified by the majority of both faculty and administrators as
one of the three most important factors in discouraging them from considering an
administrative position, 32% of the administrators identifying it as the most important. One
administrator commented, “This is 1, 2, & 3—it makes for very long hours.” A faculty
member commented, “You have to have time to work with people to bring about change
If the teaching burden is too heavy, the administrative role will always be inadequate.”
Similar comments were also reported by Princeton and Gaspar (1991), who found that
administrative workload produced the greatest role strain for first-line nursing
administrators (p. 85). Examples cited by the interviewees included “their continuous need
to prioritize and reprioritize their administrative work, the extraordinary time needed to
complete the vast amount of work confronting them, the continuous push to meet
deadlines, and communication and ‘power play problems’ with superiors” (p. 85).
Additional issues that could easily be classified as contributors to overall workload would
include faculty-related issues such as orientation and development of junior faculty and
faculty evaluation (p. 85). The issue of workload, therefore, continues to be a deterrent to
the pursuit of nursing academic administration, and needs further investigation despite the
lack of surprise generated by this finding.
“Conflict” in its various forms was identified by more than a third of both faculty
and administrators as discouraging them from considering an administrative position.
These findings are consistent with the findings of Gaspar’s study (1990), which identified
the presence of conflict as a theme contributing to the least job satisfaction among first-line
administrators. They are also consistent with Princeton and Gaspar’s findings (1991),
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which found that intradepartmental faculty issues produced the second greatest area of role
strain for first-line nursing administrators (p. 85). Conflict-related issues identified by
Princeton and Gaspar’s interviewees included the examples of “faculty conflicts, . . .
faculty’s hidden agendas that negatively influenced communications, . . . [and] workload
problems” (p. 85).
In an earlier study of perceived conflict sources and conflict-handling modes,
Woodtli (1987) described similar sources of conflict. Woodtli found that of 167 deans
surveyed, 52% indicated “faculty workload” as “the most disruptive source of conflict with
nursing faculty” (p. 274). The next most disruptive sources of conflict with nursing faculty
were “personality differences” (37%) and “relationship with peers” (26%) (Woodtli, 1987).
The current study did not explore specific types of conflict, and further study in this area
may shed light on the aspects of conflict that would be most detrimental to the recruitment
of nursing academic administrators.
Almost half of the faculty respondents (77=120) indicated having pursued additional
course work beyond their highest degree obtained. Of these faculty, 25.8% (77=31)
indicated that they would consider a position with greater administrative responsibility.
More than half of the faculty respondents (77=135) indicated not having pursued additional
course work beyond their highest degree obtained. Of these faculty, only 11.8% (77=16)
indicated that they would consider a position with greater administrative responsibility.
Chi-square analysis was performed between faculty career aspiration and pursuit of
additional course work beyond the highest degree obtained (%2 = 8.52, d f - 2, p = .014).
The null hypothesis was rejected. This finding does not guarantee that nursing faculty
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pursuing additional course work beyond their highest degree will be willing to pursue
academic administration, but it may provide an indicator of those who would be interested
in additional challenge, whether it involves personal learning or professional advancement.
Given the shortage of those interested in pursuing a career in academic administration, any
potential indicator of candidates would be worthy of additional exploration.
No pattern was found between career aspiration toward greater administrative
responsibility and the current position held by faculty or the highest level of education
completed by faculty. This finding supports the notion that potential leaders can be found
anywhere within an organization (Bennis, 1997). Additionally, no pattern was found
between career aspiration toward greater administrative responsibility and the highest level
of education completed by faculty. Together, these findings support Smeltzer’s (2002)
suggestion that leadership development known as “succession planning” should involve
expansion of the pool o f individuals for development. This may include searching for
individuals demonstrate leadership potential but do not necessarily have a managerial
position or a specific degree.
No statistical difference was found for career aspiration toward greater
administrative responsibility among faculty whose administrators scored in the high,
medium, or low categories of the LPI-Self total score. This finding, however, does not
necessarily negate the effect of an administrator’s leadership practices on the career
aspiration of faculty. The majority of faculty respondents in this study (63%) had at least
some administrative responsibility within their nursing programs. The impact of the
administrator’s leadership practices on these faculty and their willingness to accept their
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current level of administrative responsibility is not known. Additionally, factors such as
workload and conflict that discourage consideration of an administrative position could
have outweighed a positive effect from exemplary leadership practices. Further exploration
into this area may be beneficial.

Conclusions
The following conclusions are drawn from the results and discussion of this study:
1. The majority of nursing faculty are not interested in pursuing a position with
greater administrative responsibility. The shortage of qualified candidates for top nursing
academic administrative positions is therefore likely to persist.
2. Workload plays a major role in discouraging faculty from consideration of a
position with greater administrative responsibility and in discouraging nursing academic
administrators from consideration of another administrative position
3. Conflict and conflict-related issues play a major role in discouraging faculty from
consideration of a position with greater administrative responsibility and in discouraging
nursing academic administrators from consideration of another administrative position.
4. Additional challenge/variety of work, opportunity to influence organizational
climate for change, opportunity to facilitate faculty growth and development, and mix of
administration with teaching all play a major role in encouraging faculty to consider a
position with greater administrative responsibility and in encouraging nursing academic
administrators to enter administration.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

110

5. Salary plays a major role in encouraging faculty to consider a position with
greater administrative responsibility, while it played only a limited role in encouraging
nursing academic adminstrators to enter administration. Faculty expectations for higher
salary may not be realistic, however, and the resulting mismatch between the demands of
the administrative role and its remuneration would be likely to cause considerable
disillusionment.
6. Salary does not play a major role in deterring administrators or faculty from
discouraging pursuit of administrative responsibilities.
7. Faculty who have pursued additional course work beyond their highest degree
completed may be more likely to consider a position with greater administrative
responsibility than those who have not pursued additional course work.

Recommendations for Practice
The following recommendations for practice are based on the findings of this study:
1.

In response to the concern that workload is a major discouraging factor to the

pursuit of a position with administrative responsibility, effort should be made to make the
workload of nursing academic administrators manageable. The lack of surprise generated
by the finding the workload deters the pursuit of administrative responsibility should not
lead to its acceptance as a matter of course in the role of nursing academic administrator.
It is essential to explore this issue further, and methods of workload management and/or
reduction should be identified and implemented.
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2.

In response to the concern that conflict is a major discouraging factor to the

pursuit of a position with administrative responsibility, methods of conflict management
and conflict reduction should be identified and implemented at both the program and the
college/university level. Graduate level course work and continuing education related to
conflict management and resolution may be of value in preparing potential administrators.
3 Because additional challenge/variety of work, opportunity to influence
organizational climate for change, opportunity to facilitate faculty growth and
development, and mix of administration with teaching all play a major role in encouraging
the pursuit of a position with administrative responsibility, methods to maximize these
factors while maintaining a balanced workload should be identified and implemented.
4.

In response to the shortage of qualified, interested candidates for nursing

academic administration, the concept of “succession planning” should be explored, with
leadership development opportunities being made available for those faculty who are
interested in administration. Based on this study’s significant finding that faculty who have
pursued additional course work beyond their highest degree are more likely to be willing to
accept greater administrative responsibility, course work that is likely to be beneficial in an
administrative position should be made available in graduate programs of nursing,
education, and leadership. The Leadership in Higher Education option recently developed
as an internship model within the Leadership Program at Andrews University could be used
as a springboard for the development of a Leadership in Nursing Education and/or a
Leadership in Health Systems degree that could be of great value in preparing future
nursing or health-care administrators and leaders.
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5.

Given the apparent disinterest in upper-level administrative position on the part

of nursing faculty, it would be useful to explore the level of awareness college and
university administrators have of this problem. College and university administrators who
have conducted searches for nursing academic administrators recently may be aware of the
shortage of interested, qualified candidates for these positions within the micro-context of
their own organizations. They may not, however, be aware of the global nature of this
problem. The problem has been documented in nursing literature, but has not been as welldocumented in publications typically read by college and university administrators. Means
to heighten their awareness should be explored and pursued, and may include providing
them with literature reviews documenting the problem and presenting study findings in
administrative forums.
Recommendations for Future Research
The following recommendations for future research are based on the findings of this
study:
1.

The workload of nursing academic administrators should be studied to gain

greater understanding of the responsibilities, demands, and perceived stressors of the
position, and to identify ways to make the position more palatable to potential candidates.
Exploration of workload for academic administrators should begin with four typologies
identified by Gonzalez (2003). The typologies were based on the amount of time devoted
to teaching, university support, research, and professional development, and include
“teaching-oriented workload,” “balanced workload,” “lighter-load,” and “research-andsupport-oriented workload” (pp. 89-90). Extending the utilization of these existing
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typologies provides a starting point from which to quantify the workload of nursing
academic administrations.
2. Conflict encountered in the role of nursing academic administrator should be
studied to delineate specific issues that are considered most problematic and most likely to
deter administrative candidates, and to identify methods to minimize or manage conflict
sufficiently to make the position more appealing to potential candidates.
3. The level o f knowledge and understanding that college/university administrators
demonstrate with regard to the workload of the nursing academic administrators should be
explored. The role of nursing academic administrator requires interaction with multiple
constituents, producing diverse demands that are often unfamiliar to liberal arts faculty and
administrators. Inadequate knowledge of the demands may contribute to unrealistic
expectations for workload accomplishment and may increase the risk for conflict.
4. The relationship between budgetary constraints and conflict with administrators
should be explored. Development of the budget is a specific area that may produce conflict
between the nursing academic administrator and college/university administrators, and
attempts to minimize such conflict could be valuable.
5. The relationship between the leadership practices of the nursing academic
administrator and the willingness of the faculty to hold administrative responsibility should
be explored.
6. The study o f the relationship between faculty career aspiration toward greater
administrative responsibility and pursuit of additional course work beyond the highest
degree obtained should be replicated and expanded.
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7. In future uses of the Recruitment and Career Aspiration Questionnaires, each
encouraging or discouraging factor should be ranked to provide additional and more
specific knowledge about the importance of the factors. Since only the top three factors
were identified by faculty and administrators in this study, limited information is available
about the importance o f other factors less frequently selected among the top three.
8. In future uses of the Recruitment and Career Aspiration Questionnaires,
additional categories for salaries above $60,000 could be created. Since faculty in this
study identified salary as one of the factors most likely to encourage their consideration of
greater administrative responsibility, more specific knowledge about the salary ranges of
faculty and administrators would be useful.
9. The effectiveness of leadership development opportunities for faculty, such as
graduate internship programs and shared administrative responsibility within a nursing
program, should be explored and evaluated.
10. During the course of the focus group session, one group member stated that
factors encouraging an individual to enter an administrative career would “depend on the
person and what type of circumstances one is in when placed in the position.” Personal
factors could be positive or negative, and examples could include pursuit of graduate
studies, life change events, and level of self-confidence. Circumstances could be positive or
negative, and examples could include presence or absence of intradepartmental conflict,
presence or absence of conflict with administration, budgetary constraints, and presence of
stable, experienced faculty. The question could be raised as to what effect situational and
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personal context have on aspirations toward administrative positions. The effect of context
on the dynamics of aspiration toward administrative positions should therefore be explored.
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August 1,2002
School Name
School Address
City, State, Zip Code
Dear_______________ ,
I am a doctoral student in the Leadership Program, School of Education, at Andrews University' in Berrien Springs,
MI. I would like to invite you and some of your nursing faculty to participate in research for my dissertation, Recruitment o f
Nursing Academic Administrators: Perceptions o f Nursing Academic Administrators and Nursing Faculty Related to Pursuit
o f an Administrative Career.
Considerable changes have occurred in health care in recent years, and nursing education has a critical need for
effective leaders. This study will allow- an exploration of factors related to recruitment of nursing academic administrators,
including leadership practices of current administrators, career aspirations of potential administrators, and the perceptions of
both groups toward a career in academic administration. Communication o f the findings may provide an opportunity for
enhancement of current and future nursing leaders.
Nursing academic administrators participating in this study will complete the Leadership Practices Inventory (LPI)
Self (Kouzes & Posner, 2001) and the Recruitment Questionnaire (an investigator-designed questionnaire including questions
related to recruitment into administration and demographic questions). Completion of both tools should take no more than 30
minutes. Faculty participating in this study will complete the Leadership Practices Inventory (LPI) Observer (Kouzes &
Posner, 2001) and the Career Aspiration Questionnaire (an investigator-designed questionnaire including questions related to
career aspiration toward nursing academic administration and demographic questions). Completion of both tools should take
no more than 30 minutes. Tools sent to each program for distribution will be coded to allow linkage of the LPI-Self scores with
faculty scores from the same program for analysis. Confidentiality and anonymity will be maintained, as faculty identity will
not be known by the investigator and the completed tools will be returned directly to the investigator. Final results of the studywili not be presented in such a way as to identify specific programs, faculty, or administrators; no names will be used, and the
codes will be used only for the purpose of data analysis. Participation in this study is voluntary, and participants may withdraw
al any time without penalty or prejudice. Return o f the completed tools will imply consent to participate in the study.
Your program has been selected from among NLNAC- or AACN-accredited associate and baccalaureate degree
nursing programs in private colleges and universities. I would greatly appreciate your participation in this study. I have
enclosed a reply card for you to indicate your willingness to participate and the number of full-time faculty- in your department.
Please return the reply card to me postmarked by August 19,2002. Five to six full-time faculty per program are needed to
complete the LPI-Observer, and these faculty should have sufficient contact with you to rate your performance in each of the
Leadership Practice areas. If you indicate that you are willing to participate in my study, I will send the tools directly to you for
distribution. To maintain confidentiality and anonymity, I will also include self-addressed, stamped envelopes so the tools can
be returned directly to me.
I would greatly appreciate your assistance in completing my research. If you have any questions about my study, you
may contact me by telephone at (817) 645-3921 ext. 506 (work) or (817) 294-1421 (home), or by e-mail at ladams'uswau.edu.
You may also contact my primary advisor at Andrew's University, Dr. Hinsdale Bernard, by telephone at (616) 471-6702 or by
e-mail at hbemard(2>andrew's.edu. If you have any questions concerning your rights as a research subject, please contact
Andrews University Institutional Review Board at (616) 471 -6361.

Thank you for your consideration.
Sincerely,

Lavonne Adams, MS, RN, CCRN
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October 21, 2002
Director, Nursing Program
School Name
School Address
Dear Director,
Thank you for indicating you and your faculty’s willingness to participate in research for my dissertation,
Recruitment o f Nursing Academic Administrators: Perceptions o f Nursing Academic Administrators and Nursing Faculty
Related to Pursuit o f an Administrative Career. As I indicated in my previous letter, I am a doctoral student in the Leadership
Program, School of Education, at Andrews University in Berrien Springs, MI.
Considerable changes have occurred in health care in recent years, and nursing education has a critical need for
effective leaders. This study will allow an exploration of factors related to recmitment of nursing academic administrators,
including leadership practices of current administrators, career aspirations of potential administrators, and the perceptions of
both groups toward a career in academic administration. Communication of the findings may provide an opportunity for
enhancement of current and future nursing leaders.
Nursing academic administrators participating in this study will complete the Leadership Practices Inventory (LPI)
Self (Kouzes & Posner, 2001) and the Recruitment Questionnaire (an investigator-designed questionnaire including questions
related to recruitment into administration and demographic questions). Completion of both tools should take no more than 30
minutes. Faculty participating in this study will complete the Leadership Practices Inventory' (LPI) Observer (Kouzes &
Posner, 2001) and the Career Aspiration Questionnaire (an investigator-designed questionnaire including questions related to
career aspiration toward nursing academic administration and demographic questions). Completion of both tools should take
no more than 30 minutes. Tools sent to each program will be coded to allow linkage of the LPI-Self scores with faculty scores
from the same program for analysis. Confidentiality and anonymity will be maintained, as faculty identity will not be known by
me and the completed tools will be returned directly to me. The final results of the study will not be presented in such a way as
to identify specific programs, faculty, or administrators; no names will be used and the codes will be used only for the purpose
of data analysis. Participation in this study is voluntary, and participants may withdraw at any time without penalty or
prejudice. Return of the completed tools will imply consent to participate in the study.
Your program has been selected from among NLNAC- or AACN-accredited associate and baccalaureate degree
nursing programs in private colleges and universities. I would greatly appreciate your participation in this study. Five to six
full-time faculty per program are needed to complete the LPI-Observer, and these faculty should have sufficient contact with
you to rate your performance in each of the Leadership Practice areas. To maintain confidentiality, I have included selfaddressed, stamped envelopes for you and a minimum of five to six faculty members so that all completed tools can be returned
directly to me. I have enclosed an LPI-Self (Kouzes & Posner, 2001) and a Recmitment Questionnaire for you to complete. I
have enclosed a letter of explanation, an LPI-Observer (Kouzes & Posner, 2001), and a Career Aspiration Questionnaire for
you to distribute to a minimum of five to six full-time faculty in your department. I would appreciate return of all completed
tools by November 13, 2002.
I would greatly appreciate your assistance in completing my research. If you have any questions about my study, you
may contact me by telephone at (817) 645-3921 ext. 506 (work) or (817) 294-1421 (home), or by e-mail at ladams@swau.edu.
You may also contact my primary advisor at Andrews University, Dr. Hinsdale Bernard, by telephone at (616) 471-6702 or by
e-mail at hbemard@andrews.edu. If you have any questions concerning your rights as a research subject, please contact
Andrews University Institutional Review Board at (616) 471-6361.
Thank you for your consideration.
Sincerely,
Lavonne Adams, MS, RN, CCRN
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7000 Welch Court
Fort Worth, TX 76133
October 21, 2002
Dear Faculty Member:
I am a doctoral student in the Leadership Program, School o f Education, at Andrews University in Berrien Springs,
MI. I would like to invite you to participate in research for my dissertation, Recruitment o f Nursing Academic Administrators:
Perceptions o f Nursing Academic Administrators and Nursing Faculty Related to Pursuit o f an Administrative Career.
Considerable changes have occurred in health care in recent years, and nursing education has a critical need for
effective leaders. This study will allow an exploration of factors related to recruitment of nursing academic administrators,
including leadership practices of current administrators, career aspirations of potential administrators, and the perceptions of
both groups toward a career in academic administration. Communication o f the findings may provide an opportunity for
enhancement o f current and future nursing leaders.
Nursing academic administrators participating in this study will complete the Leadership Practices Inventory (LPI)
Self (Kouzes & Posner, 2001) and the Recruitment Questionnaire (an investigator-designed questionnaire including questions
related to recruitment into administration and demographic questions). Completion of both tools should take no more than 30
minutes. Faculty participating in this study will complete the Leadership Practices Inventory (LPI) Observer (Kouzes &
Posner, 2001) and the Career Aspiration Questionnaire (an investigator-designed questionnaire including questions related to
career aspiration toward nursing academic administration and demographic questions). Completion of both tools should take
no more than 30 minutes. Tools sent to each program will be coded to allow linkage of the LPI-Self scores with faculty scores
from the same.program for analysis. Confidentiality and anonymity will be maintained, as faculty identity will not be known by
me and the completed tools will be returned directly to me. Final results o f the study will not be presented in such a way as to
identify specific programs, faculty, or administrators; no names will be used, and the codes w ill be used only for the purpose of
data analysis.. Participation in this study is voluntary, and participants may withdraw at any time without penalty or prejudice.
Return o f the completed tools will imply consent to participate in the study.
Your program has been selected from among NLNAC- or AACN-accredited associate and baccalaureate degree
nursing programs in private colleges and universities. I would greatly appreciate your participation in this study. Five to six
full-time faculty per program are needed to complete the LPI-Observer, and these faculty should have sufficient contact with
the nursing academic administrator to rate his/her performance in each o f the Leadership Practice areas. Your nursing
academic administrator has indicated that the department would be willing to participate, and will be distributing the tools I
have sent. To maintain confidentiality and anonymity, I have provided self-addressed, stamped envelopes so the completed
tools can be returned directly to me. I would appreciate return of all completed tools by November 13,2002.
I would greatly appreciate your assistance in completing my research. If you have any questions about my study, you
may contact me by telephone at (817) 645-3921 ext. 506 (work) or (817) 294-1421 (home), or by e-mail at ladams@swau.edu.
You may also contact my primary advisor at Andrews University, Dr. Hinsdale Bernard, by telephone at (616) 471 -6702 or by
e-mail at hbemard@andrews.edu. If you have any questions concerning your rights as a research subject, please contact
Andrews University Institutional Review Board at (616) 471-6361.

Thank you for your consideration.
Sincerely,

Lavonne Adams, MS, RN, CCRN
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Code

INSTRUCTIONS
The following instructions have been adapted from the instructions utilized in the Leadership
Practices Inventory (LPI) Self (Copyright 2001 James M. Kouzes and Barry Z. Posner. All
rights reserved. Used with permission.)
On the next two pages are thirty statements describing various leadership behaviors. Please read
each carefully. Then look at the rating scale and decide how frequently you engage in the
behavior described.
Here is the rating scale that you will be using:
1 = Almost Never
2 = Rarely
3 = Seldom
4 = Once in a While
5 = Occasionally

6 = Sometimes
7 = Fairly Often
8 = Usually
9 = Very Frequently
10 = Almost Always

In selecting each response, please be realistic about the extent to which you actually engage in
the behavior. Do not answer in terms of how you would like to see yourself or in terms o f what
you should be doing. Answer in terms of how you typically behave--on most days, on most
projects, and with most people.
For each statement, decide on a rating and record it in the blank to the left o f the statement. Do
not leave any blank incomplete. Please remember that all statements are applicable. I f you feel
that any statement does not apply to you, in all likelihood it is because you do not frequently
engage in the behavior. In this case, assign a rating of 3 or lower. When you have responded to
all thirty statements, turn to the response sheet on the reverse of this page. Do not write your
name anywhere on the instrument or response sheet. Transfer your responses and return the
response sheet according to the instructions provided.
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Code

RESPONSE SHEET
This response sheet has been adapted from the Leadership Practices Inventory (LPI) Self
(Copyright 2001 James M. Kouzes and Barry Z. Posner. All rights reserved. Used with
permission.)
Instructions: Transfer the ratings for the statements to the blanks provided on this sheet. Do
not write your name on this sheet. Remember to assign a rating of 3 or less for any statement
you feel you do not have enough information to adequately assess. Please notice that the
numbers o f the statments on this sheet are listed from left to right.
After you have transferred all ratings, return the form according to the “Important Further
Instructions” below.
I . ___________

2 . ______

3 . ______

4. _

5 ..

6 . __________

7 . ______

8 . _______

9. _

10.

14. ______

15.

II.

12. ___

13.

.

17. ______

18. ______

19.

21 . ______

22 . ___________

23 . ______

24 . _

26 .

27 .

28 .

_

16. ___________

.

29 .

20 .
25 .
30 .

Im p o rtan t F u rth er Instructions
After completing this response sheet, place it in the enclosed self-addressed stamped envelope
and return it to:
Lavonne Adams, MS, RN
7000 Welch Court
Fort Worth, TX 76133
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SELF
To what extent do you typically engage in the following behaviors? Choose the
number that best applies to each statement and record it in the blank to the left
of the statement.
1
Almost
Never

2
3
Rarely Seldom

4
5
-6
7
8
Once
Occasionally Sometimes Fairly Usually
in aWhile
Often

9
10
Very
Almost
Frequently Always

' 1 .1 seek out challenging opportunities that test my own skills and
abilities.
2.1 talk about future trends that will influence how our work gets
done.
3.1 develop cooperative relationships among the people I work with.
___

4 . 1 set a personal example of what I expect from others.

___ 5 . 1 praise people for a job well done.

Copyright © 2001 James M. Kouzes and Barry Z. Posner. All rights reserved.

Used with permission.

6 . 1 challenge people to try but new and innovative approaches to their
work.
7.1 describe a compelling image of what ourfuturecould be like.
8 . 1 actively listen to diverse points of view.
9. 1 spend time and energy, on making certain that the people I
work with adhere to the principles and standards that we have
agreed on.
1 0 .1 make it a point to let people know about my confidence in their
abilities.
1 1 .1 search outside the formal boundaries of my organization for innova
tive ways to improve what we do.
1 2 .1 appeal to others to share an exciting dream of the future.
1 3 .1 treat others with dignity and respect.
14.1 follow through on the promises and commitments that
1 make.
1 5 .1 make sure that people are creatively rewarded for their contribu
tions to the success of our projects.

2
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

124

1

2

Almost Rarely
Never

3

Seldom

4

5

6

7

8

Once
Occasionally Sometimes Fairly Usually
in a While
Often

9

10

Very
Almost
Frequently Always

16. I ask “What can we learn?” when things do not go as expected.
17. I show others how their long-term interests can be realized by enlist
ing in a common vision.
18. I support the decisions that people make on their own.
19. I am clear about my philosophy of leadership.
20. I publicly recognize people who exemplify commitment to shared
' values.
21. I experiment and take risks even when there is a chance of failure.

Copyright © 2001 James M. Kouzes and Barry Z Posner. All rights reserved.

Used with permission.

22. I am contagiously enthusiastic and positive about future possibilities.
23. I give people a great deal of freedom and choice in deciding how to
do their work.
24. I make certain that we set achievable goals, make concrete plans, and
establish measurable milestones for the projects and programs that we
work on.
25. I find ways to celebrate accomplishments.
26. I take the initiative to overcome obstacles even when outcomes are
uncertain.
27. I speak with genuine conviction about the higher meaning and
purpose of our work.
28. I ensure that people grow in their jobs by learning new skills and
developing themselves.
29. I make progress toward goals one step at a time.
30. I give the members of the team lots of appreciation and support for
their contributions.
Now turn to the response sheet and follow the instructions for transferring your
responses.
3
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Recruitment Questionnaire
For questions 1 and 2, please place your answers in the box next to your choices.
1. Please indicate which of the following factors were the three most important in your decision
to enter academic administration. Rank order 1 through 3, with 1 being the most important.
□
□
□
□
□
□
□
□
□
□
□

Opportunity to influence organizational climate for change
Opportunity to maintain and provide control within the department
Opportunity to facilitate faculty growth and development
Interaction with faculty within the department
Interaction with students
Interaction with faculty/administrators outside the department
Mix of administration with teaching
Additional challenge/variety of work
Salary
Other (please specify)
Other (please specify)

2. Please indicate which of the following factors would be the three most likely to discourage
you from considering another position in administration. Rank order 1 through 3, with 1 being
the most important.
□
□
□
□
□
□
□
□
□
□
□
□
□
□

Conflict with faculty within the department
Conflict with students
Conflict with faculty outside the department
Conflict with administrators
Budgetary constraints
University/college constraints.
Lack of flexibility in schedule
Organizational structure
Workload
Paperwork
Salary
Hours
Other (please specify)
Other (please specify)

For questions 3-10, please circle the letter next to your answer.
3. Age
a.
b.
c.
d.
e.
f.
g.

<30
30-35
36-40
41-45
46-50
51-55
>55
(over)
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4. Gender
a. Male
b. Female

126

5. Years of employment in academia
a. 1-5
b. 6-10
c. 11-15
d. 16-20
e. 21-25
f. 26-30
g. >30
6. Years in current position
a. 1-2
b. 3-5
c. 6-9
d. 10 or more
7. Highest educational degree completed
a. Nursing baccalaureate
b. Nursing master’s
c. Non-nursing master’s
d. Doctorate in nursing
e. Nonnursing doctorate
8. Have you pursued coursework beyond your highest degree completed?
a. Yes
b. No (if no, move to question 10)
9. Type of coursework pursued
a. Nursing master’s
b. Non-nursing master’s
c. Doctorate in nursing
e. Nonnursing doctorate
f. Other (please specify)
10. Salary
a. $20,000-24,999
b. $25,000-29,999
c. $30,000-34,999
d. $35,000-39,999
e. $40,000 - 44,999
f. $45,000 -49,999
g. $50,000-54,999
h. $55,000-59,999
i. $60,000 or above
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INSTRUCTIONS
The following instructions have been adapted from the instructions utilized in the Leadership
Practices Inventory (LPI) Observer (Copyright 2001 James M. Kouzes and Barry.Z. Posner. All
rights reserved. Used with permission.)
You are being asked to assess the leadership behaviors of your nursing academic administrator
(referred to hereafter as “the leader”). On the next two pages are thirty statements describing
various leadership behaviors. Please read each carefully. Then look at the rating scale and
decide how■frequently this leader engage in the behavior described.
Here is the rating scale that you will be using:
1 = Almost Never
2 = Rarely
3 = Seldom
4 = Once in a While
5 = Occasionally

6 = Sometimes
7 = Fairly Often
8 = Usually
9 = Very Frequently
10 = Almost Always

In selecting each response, please be realistic about the extent to which the leader actually
engage in the behavior. Do not answer in terms of how you would like to see this person behave
or in terms o f how you think he or she should behave. Answer in terms o f how the leader
typically behaves—on most days, on most projects, and with most people.
For each statement, decide on a rating and record it in the blank to the left of the statement. Do
not leave any blank incomplete. Please remember that all statements are applicable. If you feel
that any statement does not apply to the leader, in all likelihood it is because this person does not
frequently engage in the behavior. In this case, assign a rating of 3 or lower. When you have
responded to all thirty statements, turn to the response sheet on the reverse o f this page. Do not
write your name anywhere on the instrument or response sheet. Transfer your responses and
return the response sheet according to the instructions provided.
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RESPONSE SHEET
This response sheet has been adapted from the Leadership Practices Inventory (LPI) Observer
(Copyright 2001 James M. Kouzes and Barry Z. Posner. All rights reserved. Used with
permission.)
Instructions: Transfer the ratings for the statements to the blanks provided on this sheet. Do
not write your name on this sheet. Remember to assign a rating o f 3 or less for any statement
you feel you do not have enough information to adequately assess. Please notice that the
numbers o f the statments on this sheet are listed from left to right.
After you have transferred all ratings, return the form according to the “Important Further
Instructions” below.
I . __________

2 ._____

3 ._____

4 ._

8.

5..

6.

7 . _____

I I . _________

12._____

13._____

14._

15.

16._________

17._____

18._____

19._

20.

2 1 ._________

2 2 ._____

2 3 ._____

2 4 ._

25.

2 6 ._________

27.

28.

9.

29.

10.

30.

Im portant F urther Instructions
Aiter completing this response sheet, place it in the enclosed self-addressed stamped envelope
and return it to:
Lavonne Adams, MS, RN
7000 Welch Court
Fort Worth, TX 76133
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------

LEADERSHIP PRINK I I I ! [IPI]
OBSERVER
To what extent does this person typically engage in the following behaviors?
Choose the number that best applies to each statement and record it in the
blank to the left of the statement.
/ I

.2

3

4

5

.

6

-7 ■

8

9 .

10

Almost Rarely Seldom
Once
Occasionally Sometimes Fairly Usually
Very
Almost
Never
in aWhile
Often
Frequently Always

He or She:
1. Seeks out challenging opportunities that test his or her own skills
and abilities.
2. Talks about future trends that will influence how our work gets done.
3. Develops cooperative relationships among the people he or she works
with.
4. Sets a personal example of what he or she expects from others.

Copyright © 2001 James M. Kouzes and Barry 2. Posner All rights reserved

Used with permission.

5. Praises people for a job well done.
6. Challenges people to try out new and innovative approaches to their
work.
7. Describes a compelling image of what our future could be like.
8. Actively listens to diverse points of view.
9. Spends time and energy on making certain that the people he or she
works with adhere to the principles and standards that have been
agreed on.
10. Makes it a point to let people know about his or her confidence in
their abilities.
11. Searches outside the formal boundaries of his or her organization for
innovative ways to improve what we do.
12. Appeals to others to share an exciting dream of the future.
13. Treats others with dignity and respect:
14. Follows through on the promises and commitments that he or she
makes.
15. Makes sure that people are creatively rewarded for their contributions
to the success of projects.

2
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I

2

■ 3'

’4 '

'

5 ■ - -6

7

8

'

9

10

Almost Rarely Seldom
Once
Occasionally Sometimes Fairly Usually
Very
Almost
Never
in a While
Often
Frequently Always

He .or She:
16. Asks “W hat can we learn?” when things do not go as expected.
17. Shows others how their long-term interests can be realized by enlist
ing in a common vision.
18. Supports the decisions that people make on their own.
:___ 19. Is clear about his or her philosophy of leadership.
20. Publicly recognizes people who exemplify commitment to shared values.
21. Experiments and takes risks even when there is a chance of failure.

Copyright © 2001 James M. Kouzes and Barry Z Posner. All rights reserved.
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22. Is contagiously enthusiastic and positive about future possibilities.
23. Gives people a great deal of freedom and choice in deciding how to
do their work.
24. Makes certain that we set achievable goals, make concrete plans, and
establish measurable milestones for the projects and programs that we
work on.
25. Finds ways to celebrate accomplishments.
26. Takes the initiative to overcome obstacles even when outcomes are
uncertain.
27. Speaks with genuine conviction about the higher meaning and
purpose of our work.
28. Ensures that people grow in their jobs by learning new skills and
developing themselves.
___ 29. Makes progress toward goals one step at a time.
30. Gives the members of the team lots of appreciation and support for
their contributions.
Now turn to the response sheet and follow the instructions for transferring your
responses.
3
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Career Aspiration Questionnaire
For questions 1 and 2, please place your answers in the box next to your choices.
1. Please indicate which of the following factors would be the three most likely to encourage you to consider
accepting a position with greater administrative responsibility. Rank order 1 through 3, with 1 being the most
important
□
□
□
□
□
□
□
□
□
0
□

Opportunity to influence organizational climate for change
Opportunity to maintain and provide control within the department
Opportunity to facilitate faculty growth and development
Interaction with faculty within the department
Interaction with students
Interaction with faculty/administrators outside the department
Mix of administration with teaching
Additional challenge/variety of work
Salary
Other (please specify)
Other (please specify)

2. Please indicate which o f the following factors would be the three most likely to discourage you from considering
acceptance o f a position with greater administrative responsibility. Rank order 1 through 3, with 1 being the most
important. □
0
□
□
□
□
□
□
□
□
□
□
□
□

Conflict with faculty within the department
Conflict with students
Conflict with faculty outside the department
Conflict with administrators
Budgetary constraints
University/college constraints.
Lack of flexibility in schedule
Organizational structure
Workload
Paperwork
Salary
Hours
Other (please specify)
Other (please specify)

For questions 3-15, please circle the letter of your answer.
3. What is your current position?
a. Faculty member with no administrative responsibilities
b. Faculty member with partial administrative responsibilities
(may include level/year, clinical, or curriculum coordination)
c. Associate chair, director, or dean
d. Assistant chair, director, or dean
e. Chair (reports directly to nursing academic administrator)
4. Do you have career aspirations to achieve a position with greater administrative responsibilities?
a. Yes
b. No (If no, move to question 6)
c. Undecided
5. What position would you ultimately wish to achieve within an academic department of nursing?
a. Faculty member with partial administrative responsibilities
(may include level/year, clinical, or curriculum coordination)
b. Associate chair, director, or dean
c. Assistant chair, director, or dean
e. Chair (reports directly to nursing academic administrator)
f. Nursing academic administrator

6. Gender
a. Male
b. Female

(over)
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7. Age
a.
b.
c.
d.
e.
f.
g.

<30
30-35
36-40
41-45
46-50
51-55
>55

132

8. Rank
a.
b.
c.
d.

Professor
Associate professor
Assistant professor
Instructor

9. Years of employment in academia
a. 1-5
b. 6-10
c. 11-15
d. 16-20
c. 21-25
f. 26-30
g.->30
10. Highest educational degree completed
a. Nursing baccalaureate
b. Nursing master’s
c. Nonnursing master’s
d. Doctorate in nursing
e. Nonnursing doctorate
11. Have you pursued additional coursework beyond your highest educational degree completed?
a. Yes
b. No (If no, move to question 13)
12. Coursework pursued in what area
a. Nursing master’s
b. Nonnursing master’s
c. Doctorate in nursing
d. Nonnursing doctorate
3. Other (please specify)
13. Salary
a.
b.
c.
d.
e.
f.
g.
h.
i.

$20,000 - 24,999
$25,000 - 29,999
$30,000 - 34,999
$35,000 - 39,999
$40,000 - 44,999
$45,000 - 49,999
$50,000 - 54,999
$55,000-59,999
$60,000 and above

14. Size of nursing program
a. <50 students
b. 51-99 students
c. 100 -199 students
d. 20 0 -2 9 9 students
e. 300 - 399 students
f. 400 - 499 students
e. 500 students or more
15. Location o f nursing program
a. urban
b. suburban
c. smalltown/rural
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Date:
Name of Nursing Program:______________________________________________________
Signature of Nursing Academic Administrator:______________________________________
Please check one of the following boxes:
□

Our department is willing to participate in the study. The number of full-time
faculty within the department is
.

□

Our department is unable to participate in the study.
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Andrews dhUniversity
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Lavoxme Adams
7000 Welch Court
Fort Worth
TX 76133
Dear

Lavonne
RE: APPLICATION FO R APPROVAL OF RESEARCH INVOLVING H U M A N SUBJECTS
IRB Protocol #: 02-G-043
Application Type: Original
Dept: Leadership
Review Category: Exempt
Action Taken: Approved
Advisor: Hinsdale Bernard
Protocol Title: Recruitment o f Nursing Academic Administrators: Perceptions ofNursing Academic
Administrators and Nursing Faculty Related to Pursuit o f an Administrative Career

On behalf of the Institutional Review Board (IRB) I want to advise you that your proposal has been
reviewed and approved. You have been given clearance to proceed with your research plans.
All changes made to the study design and/or consent form, after initiation of the project, require prior
approval from the IRB before such changes can be implemented. Feel free to contact our office if you have
any questions.
The duration of the present approval is for one year. If your research is going to take more than one year,
you must apply for an extension of your approval in order to be authorized to continue with this project.
Some proposal and research design designs may be of such a nature that participation in the project may
involve certain risks to human subjects. If your project is one of this nature and in the implementation of
your project an incidence occurs which results in a research-related adverse reaction and/or physical injury,
such an occurrence must be reported immediately in writing to the Institutional Review Board. Any projectrelated physical injury must also be reported immediately to the University physician, Dr. Loren Hamel, by
calling (616) 473-2222.
We wish you success as you implement the research project as outlined in the approved protocol.
Sincerely,

Michael D Pearson
Graduate Assistant
Office of Scholarly Research
Office ofSchoiarly Research, Graduate Dean's Office, (269) 471*6361
Andrews University, Berrien Springs, Ml 49104-0355
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